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Abstract 
In Australia, immigrant entrepreneurship not only shapes national skill-focused 
migration policy into tangible benefits for the country, but also bonds Australia more 
closely with other economies in the Asia-Pacific, such as the rapidly growing 
Chinese economy (Gao, 2015). This is especially important considering China has 
become Australia’s largest export market, accounting for nearly a third of the total 
exports in 2015/2016 (Australian Government - Department of Foreign Affairs and 
Trade, 2015). Chinese immigrant entrepreneurs have contributed to Sino-Australian 
relations, as well as regional economic growth for many years (Collins, 2002; Gao, 
2013 2015; Tung & Chung, 2010). However, Chinese immigrant entrepreneurs in 
Australia, that is, those entrepreneurs who are born in China and then move to 
Australia, face challenging cross cultural issues in Australia (Dai, Wang, & Teo, 
2011). Such challenges create barriers in relation to culturally adapting to the host 
country, which negatively relates to venture growth (Zolin, Chang, Yang, & Ho, 
2015) and may explain why Chinese immigrant businesses in Australia tend to be 
small businesses (Ho, 2010). Adapting to a new culture is challenging. Individuals 
who interact with people from other cultures may encounter a number of stressors, 
which may affect their mental health (Sirin, Ryce, Gupta, & Rogers-Sirin, 2013). 
Despite the importance of cultural adaptation, the literature has paid limited attention 
to immigrant entrepreneurs’ human-cultural capital.  
Recently, several researchers have highlighted the importance of a specific 
cultural skill, such as language (e.g., Azmat & Fujimoto, 2016; Kolb, Boyatzis, & 
Mainemelis, 2001; Sui, Morgan, & Baum, 2015), and other human-cultural capital 
skills (Nee & Sanders, 2001). Furthermore, current cross-cultural research mainly 
identifies different profiles of immigrants that have adapted to other cultures (Berry, 
Phinney, Sam, & Vedder, 2006), yet a taxonomy of immigrant entrepreneurs in terms 
of their cross-cultural capabilities, particularly in the Sino-Australian context, is yet 
to be developed. Such taxonomy offers a more tailored approach to training 
immigrant entrepreneurs in the development of their capabilities. Furthermore, as 
these entrepreneurs need to apply their skills or capabilities across the two cultures, a 
capabilities perspective is prudent. Thus, this thesis explores the importance of 
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Chinese immigrant entrepreneurs’ cross-cultural capabilities through the lens of 
cross-cultural psychology and the capabilities approach.  
To address a significant need for the knowledge in both immigrant 
entrepreneurship and cross-cultural study, this research adopted a qualitative, two-
study approach. In Study One, 30 in-depth interviews using supplementary critical 
incident technique were conducted with Chinese immigrant entrepreneurs in 
Australia to yield rich and deep insights into the understanding of their cross-cultural 
capabilities for their business outcomes. The findings from Study One suggest that 
cross-cultural capabilities include two main dimensions (capability of psychological 
adaptation and capability of sociocultural adaptation), and five constructs (emotion 
management, positive attitude, cultural learning, language skills, and bicultural 
flexibility). The key findings support the idea that age of arrival is associated with 
immigrant entrepreneurs’ cross-cultural capabilities, which creates intergenerational 
differences among first generation immigrant entrepreneurs, namely the 1.5 
generation (individuals who immigrated to a new country between the ages 6 and 
12), the 1.25 generation (individuals who arrived in their adolescent years between 
the ages 13 and 17), and the 1.0 generation (individuals who arrived after the age of 
18) (Rumbaut, 1991; Rumbaut, 2004).  
In Study Two, a Q methodology (Watts & Stenner, 2012) was utilised to 
explore a taxonomy of immigrant entrepreneurs in terms of cross-cultural 
capabilities. A total of 50 structured statements selected from Study One were 
conducted with 40 Chinese immigrant entrepreneurs in Australia. The findings from 
Study Two discovered that Chinese immigrant entrepreneurs are heterogeneous, with 
five diverse immigrant entrepreneur groups in terms of their cross-cultural 
capabilities, namely pragmatists, challengers, optimists, integrators, and assimilators. 
The key findings support that the length of stay in Australia predicts the level of 
adaptation to the host country (Kuo & Roysircar, 2004), and that gender differences 
have a direct impact on the shared cluster viewpoints of cross-cultural capabilities.  
The research findings extend the literature by firstly providing deep insight into 
the cross-cultural capabilities in immigrant entrepreneurship and international 
entrepreneurship. Secondly, they provide an understanding of how cross-cultural 
capabilities can be characterised to immigrant entrepreneurs, and how they influence 
immigrant business. Thirdly, they highlight intergenerational differences among first 
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generation immigrant entrepreneurs with their diverse cross-cultural capabilities. 
Fourthly, the findings develop a taxonomy of immigrant entrepreneurs in terms of 
cross-cultural capabilities, which extends the acculturation literature. That is, this 
research suggests that a capability approach should be incorporated into extant 
acculturation theory. Finally, an additional methodological contribution relates to the 
use of Q methodology in the context of entrepreneurship, which offers an example of 
extending a traditional study of immigrant entrepreneurs. For practitioners, this thesis 
provides empirical findings to call for a more tailored government policy initiative 
through which to engage with immigrant entrepreneurs in Australia and more 
tailored training to facilitate cross-cultural transitions. 
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Chapter 1: Introduction 
1.1 INTRODUCTION 
Interacting within two or more cultural contexts can be challenging for immigrant 
entrepreneurs and is likely to demand an increase in capabilities to identify profitable 
entrepreneurial opportunities (Vandor & Franke, 2016), which is important for regional 
economic contributions to host countries (Aliaga-Isla & Rialp, 2013; Ndofor & Priem, 
2011). Researchers have recently addressed problems, such as a lack of language 
proficiency to assist with their cultural adaptation (Dai et al., 2011), faced by immigrant 
entrepreneurs in adapting to their host country (Nee & Sanders, 2001; Portes, Guarnizo, 
& Haller, 2002).  Adapting to a new culture is particularly demanding for immigrant 
entrepreneurs (Berry, Kim, Minde, & Mok, 1987; Sirin et al., 2013), if immigrant 
entrepreneurs’ capabilities are limited (Ndofor & Priem, 2011), thereby negatively 
impacting on their immigrant businesses (Zolin et al., 2015). Such capabilities that assist 
immigrant entrepreneurs in adapting to a new culture are the focus of this research. 
This chapter provides an overview of this thesis, which explores Chinese 
immigrant entrepreneurs’ cross-cultural capabilities within a Sino-Australian context. 
Specifically, it outlines the background to the research, underpinning theories, the 
research problem, research gaps and questions, methodology, contributions, the research 
delimitations, and the structure of the thesis.  
1.2 BACKGROUND TO THE RESEARCH 
Immigrant entrepreneurship is regarded as a stimulus of social renewal and 
economic revitalisation for many countries (Aliaga-Isla & Rialp, 2013), such as 
Australia, where it has not only shaped a national skill-focused migration policy into 
tangible benefits for the country, such as job creation and tax contributions, but also 
helped bond Australia with other economies of the Asia-Pacific, especially the rapidly 
growing Chinese economy (Gao, 2015). Immigrant entrepreneurs are defined as 
individuals who have recently arrived in the country and had to start a business as a 
means of economic survival (Butler & Greene, 1997; Chaganti & Greene, 2002).  
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At the end of 2015, the China-Australia Free Trade Agreement came into force 
and unlocked important opportunities for Australia in China, which is its largest export 
market, accounting for nearly a third of total exports (Australian Government - 
Department of Foreign Affairs and Trade, 2015). Chinese immigrant entrepreneurs have 
contributed to Sino-Australian relations, as well as regional economic growth (Gao, 
2013, 2015), from the Australian gold rush of the mid-nineteenth century until the latest 
post-mining boom era. Chinese entrepreneurs have played a significant role in the 
history of Australia (Collins, 2002). Nonetheless, Chinese immigrant entrepreneurs in 
Australia need to refashion their traditional Chinese culture to meet the requirements of 
legitimacy in the cultural context of Australia, which may relate to venture growth 
(Zolin et al., 2015). Thus, the following section provides an overview of the history of 
Chinese immigrant entrepreneurs in Australia and their cultural adaptation to Australia. 
1.2.1 Overview of the history of Chinese immigrant entrepreneurs in Australia 
During the Gold Rush period (1845-1855), owing to a less welcoming immigration 
policy and environment, Chinese immigrants coming to Australia entered the labour 
pool rather than becoming self-employed. Subsequently, Chinese immigrants formed the 
largest non-British group in Australia (Australian Government - Department of 
Immigration and Multicultural Affairs, 2007). With the changing of the critical 
federation “White Australia” policy (Yarwood, 1968), Chinese immigrants found it 
difficult to find proper labour jobs, thus, many of them were pushed into 
entrepreneurship (Collins, 2002). However, at that time, the only available avenue for a 
reasonable income was for Chinese immigrants to start their own small businesses 
(Collins, 2002). Those Chinese immigrant entrepreneurs in early Australia developed 
their own communities, such as building ethnic precincts, for example, Chinatown, 
which can be found in most of Australia’s major cities (Collins, 2003).  
Before the first official Australian national multicultural policies and the Business 
Migration Program introduced by the Fraser government (1975-1983), Chinese 
immigrant entrepreneurs were involved in businesses such as running cafes, restaurants, 
furniture stores, and laundries (Collins, 2002). The Business Migration Program aimed 
to “provide for the admission of people with expertise and capital to establish 
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worthwhile enterprises in Australia” (Australian Government - Department of 
Immigration Local Government and Ethnic Affairs, 1980, p. 45), which started to attract 
many Chinese business migrants to Australia, particularly between 1990-1991 
(Pookong, Shu, Dang, & Khoo, 1994). Their businesses tended to be export oriented, 
mainly in the service industry (Collins, 2002). They considered overseas resources and 
business networks important (Lever-Tracy, Ip, Kitay, Phillips, & Tracy, 1991), which 
provided them with an advantage of trust-based networks (Selvarajah, Chelliah, & Lee, 
2012). However, some researchers have discovered that many seemed to lack plans to 
settle permanently in Australia in the first place (Skeldon, 1992). This may be because 
they never intended to settle in Australia and have been tagged with the term 
“astronauts” in their communities for flying between the home country and Australia for 
their import/export businesses (Pe-Pua, Mitchell, Iredale, & Castles, 1996).  
Recently, with a growing Chinese immigrant population and the benefits of social 
Chinese networks, many Chinese immigrant entrepreneurs in Australia engage in co-
ethnic markets that focus on Chinese as their main customers within Australia (Lever-
Tracy et al., 1991). Under the migration programme, the new census of Australian 
population discovered that Chinese-born of immigrants increased to 8.3% of total 
population (Australian Bureau of Statistics, 2016), which means there are more than 2 
million Chinese immigrants in Australia.  According to the 2010-11 Personal Income 
Tax and Migrants Integrated Dataset (Australian Bureau of Statistics, 2015), around 
70% of them migrated to Australia via skilled visas, while one-quarter held family visas. 
These Chinese immigrants received about $156 million from their business income in 
Australia. Chinese immigrant entrepreneurs prefer to employ co-ethnic workers and 
work with co-ethnic suppliers, as this seems to reduce transaction costs and gives them 
an economic advantage over non-immigrant ventures (Light & Rosenstein, 1995). 
Family and community networks are important to these individuals, as this is a 
mechanism for building trust and reliability (Collins, 2002; Lund, Woods, Hibbins, & 
Barker, 2006). With respect to networks, researchers discovered that Chinese immigrant 
entrepreneurs in Australia can make their own businesses successful by leveraging their 
networks, which contributes to economic outcomes (Dai et al., 2011). Dai et al. (2011) 
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also pointed out that Chinese immigrant entrepreneurs tend to be highly educated, but 
with a low local language proficiency.  
For most immigrants, the local language is at the heart of the major hurdle of 
adjusting to a new country, especially for newcomers (Selvarajah et al., 2012). The 
language barriers seem to be a great challenge to Chinese immigrant entrepreneurs in 
Australia (Collins & Low, 2010), and this may set barriers to break out of their ventures 
from solely co-ethnic markets to the more mainstream larger growth markets (Zolin et 
al., 2015). Furthermore, language is seen as a key indicator of cultural identity (Liu, 
2011), and the lack of local language proficiency may present cultural adaptation 
problems. Moreover, with Chinese traditional Confucian culture, Chinese immigrant 
entrepreneurs may have to reconcile their “cultural baggage” with the harsh realities of 
modern economic life (Dimitratos, Buck, Fletcher, & Li, 2016; Yang & Stening, 2013). 
Thus, the capability to adapt to the host country, or to create an integrated approach to 
the host culture and home culture is a challenging question for Chinese immigrant 
entrepreneurs in Australia (Liu, 2011).  
1.2.2 Embedded in two cultures 
Exposure to a second culture has become a feature of modern times in the current 
globalised world (Tadmor & Tetlock, 2006). Immigrant entrepreneurs who leave their 
home country and move to a new country are usually embedded in two or more cultures, 
where they may need multiple capabilities in order to adapt and leverage resources for 
better venture performance. This is particularly the case with immigrant enterprises that 
tend to be small businesses (Aldrich & Waldinger, 1990; Collins, 2003; Collins & Low, 
2010), or family businesses (Bird & Wennberg, 2016), where the entrepreneur must play 
multiple roles (Wang & Altinay, 2012) and develop cross-cultural capabilities. This is a 
challenge for immigrant entrepreneurs if their capabilities are limited (Ndofor & Priem, 
2011). Differences between immigrant entrepreneurs’ home culture and host-country 
culture may cause barriers that need to be overcome. One such barrier is cultural 
distance. 
Cultural distance, as the degree to which the cultural norms in one country differ 
from those in another country (Kogut & Singh, 1988; Shenkar, 2001), has frequently 
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been used in conceptualising across different disciplines, such as entrepreneurship and 
international business (e.g., Hayton, George, & Zahra, 2002; Liu & Almor, 2014; Ward 
& Kennedy, 1999). Cultural distance has been regarded as a double-edged sword 
(Tihanyi, Griffith, & Russell, 2005); such as, the bright side of cultural distance is 
acquisition performance or building multicultural teams (Hong, 2010; Stahl & Tung, 
2015), while the dark side causes barriers or creates isolation for newcomers. In this 
regard, individuals may face cultural difficulty, which is attributed to cultural distance.  
This is particularly the case when the degree of cultural distance is larger and the 
individual is more likely to experience sociocultural adaptation and psychological 
adaptation problems (Demes & Geeraert, 2014; Ward & Kennedy, 1993). Sociocultural 
adaptation relates to social skills, the capability to fit into the host culture (Ward & 
Kennedy, 1993). For example, some immigrant entrepreneurs who migrated as adults 
may experience difficulty in adopting business networking practices that fit the host 
countries. If individuals repeatedly experience such cultural difficulty in the 
identification of two cultures, they may feel “marginalised” (Bourhis, Barrette, El-
Geledi, & Schmidt, 2009) or have psychological disturbances (Searle & Ward, 1990), 
such as stress, which seems to negatively influence their performance. 
In international business in particular, the cross-national differences of a psychic 
nature increase uncertainty by inhibiting information or knowledge to shift between 
countries (Berry, Guillén, & Zhou, 2010). Psychic distance refers to the “sum of factors 
preventing the flow of information from and to the market” (Johanson & Vahlne, 1977, 
p. 24). Such psychic distance includes the elements of differences in education, political 
systems, religion, and language. Linguistic distance is an important element of psychic 
distance, and it has separate and complex influences on modes of entry (Cuypers, Ertug, 
& Hennart, 2015). Essentially, language skills have been identified by several 
researchers as an important capability for immigrant entrepreneurs to start up businesses 
(Brenner, Menzies, Dionne, & Filion, 2010; Mora & Dávila, 2005), move from ethnic 
markets into the mainstream market (Arrighetti, Bolzani, & Lasagni, 2014), and enter 
global markets (Sui et al., 2015). With large psychic distance and cultural distance, 
immigrant entrepreneurs are likely to require greater capability to adapt to culture. Thus, 
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this thesis explores the importance of cross-cultural capabilities to Chinese immigrant 
entrepreneurs.  
1.3 UNDERPINNING THEORIES  
This research is informed by two fundamental theories: cross-cultural psychology 
and the capability of human capital. In this thesis, these two key theories, as seen in   
Figure 1.1, are applied to the immigrant entrepreneurship context.  
  
Figure 1.1 - Theoretical frameworks in this research 
 
1.3.1 Cross-cultural psychology  
In cross-cultural psychology, individual’s cultural adaptation is made up of 
sociocultural adaptation and psychological adaptation (Demes & Geeraert, 2014; Searle 
& Ward, 1990). Sociocultural adaptation is defined in cross-cultural psychology as a 
social ability to “fit in” to the host culture (Searle & Ward, 1990; Ward & Kennedy, 
1999), and refers to the practical side of how an individual navigates the culture 
effectively on a daily basis (Demes & Geeraert, 2014). The notion of this adaptation 
relates to how successfully the individuals achieve the appropriate sociocultural skills 
for living effectively in a different sociocultural environment.  
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Cross-cultural psychology has also examined psychological adaptation during 
cross-cultural transitions, which originates from a theoretical framework of stress and 
coping (Berry, 2006; Searle & Ward, 1990; Ward & Kennedy, 1993). Such life events 
may be regarded as stressors or aggravating stress reactions, especially to individuals 
without the proper coping strategies. As immigrant entrepreneurs, they may face stress 
from their businesses, given that entrepreneurship is concerned with discovery and 
exploitation in a highly uncertain environment (Alvarez & Barney, 2005; Shane & 
Venkataraman, 2000). Furthermore, they may face acculturative stress that has been 
identified in several cross-cultural studies on immigrants and adaptation (e.g., Berry, 
2006; Berry et al., 1987; Sirin et al., 2013). In this case, their psychological changes may 
be problematic or create acculturative stress (Berry, 2006; Berry et al., 1987), such as 
frustration.  
With respect to acculturation stress, it is notable that acculturation is a 
multidimensional concept related to behaviour, value, and identity (Schwartz, Unger, 
Zamboanga, & Szapocznik, 2010). In this thesis, acculturation is regarded as a dynamic 
process of cultural and psychological change that occurs as a result of contact between 
two or more cultural groups and their individual members (Berry, 2005; Ward, Furnham, 
& Bochner, 2001). This definition highlights an interaction with people from other 
cultures that requires individuals to possess two aspects of cultural adaptation: 
sociocultural adaptation and psychological adaptation (Searle & Ward, 1990). Simply 
put, these two forms of adaptation correspondingly relate to individuals’ “feeling well” 
and “doing well” (Van De Vijver & Phalet, 2004). 
1.3.2 Human capital theory - capability  
Individuals’ human capital can shape their prospects and is important for 
organisational growth (Becker, 1994; Ucbasaran, Westhead, & Wright, 2008), because it 
is associated with skills and knowledge that impact firm performance with varying 
degrees and are transferable across the organisation (Becker, 1964; Castanias & Helfat, 
1992). According to Becker (1975), human capital is made up of general and specific 
components. General human capital refers to skills and knowledge that are easily 
transferable, such as education and work experience; while specific human capital refers 
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to skills and knowledge that are less transferable and have a narrower scope of 
applicability, such as capabilities related to one particular area or function (Ucbasaran et 
al., 2008).  
Essentially, human capital is formed by people that generate capabilities that make 
them able to act in different ways (Coleman, 1988). Capabilities have been researched as 
general capabilities and specific capabilities. Marshall (1982) defined general 
capability (ability) as cognitive ability, which is also general intelligence. Cognitive 
ability has been broadly studied by entrepreneurship researchers who take a 
psychological or cognitive perspective on entrepreneurs’ performance (e.g., Begley & 
Boyd, 1988; Haynie, Shepherd, Mosakowski, & Earley, 2010; Shaver & Scott, 1991).  
That is, entrepreneurs should have the ability to think beyond, or reorganise, their 
existing knowledge in order to respond rapidly to uncertain conditions.  
An individual’s cognition can be explored with reference to self-assessed 
capabilities, which some researchers group into specific capabilities (Ucbasaran et al., 
2008), such as social skills that are also crucial to entrepreneurs (Hartog, Van Praag, & 
Van Der Sluis, 2010). To immigrant entrepreneurs, who move to a new country, a local 
language skill seems important for them to access resources and move within the labour 
market (Arrighetti et al., 2014). Skills, which often refer to specific abilities, can be 
either broadly or narrowly construed, while ability is a relatively stable broad 
characteristic of individuals (Bird, Schjoedt, & Baum, 2012). To some extent, the 
difference in meaning between the words ability and capability is thin and they are often 
used interchangeably. This thesis prefers to use capability terminology and follows 
Sen’s (1993) capability approach, which is based on the notion as a combination of 
various “doing and beings” to “achieve a given functioning” (Gries & Naudé, 2011, p. 
217). 
For small businesses, entrepreneurs’ skills are significant because their decision-
making power affects the small firm’s overall strategy (Man, Lau, & Chan, 2002). This 
is particularly true in the case of immigrant entrepreneurs whose ventures tend to be 
small businesses (Aldrich & Waldinger, 1990; Collins, 2003; Collins & Low, 2010). 
Despite the fact that abundant research examining abilities and skills can be found in 
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entrepreneurship literature, the concept of individuals’ capabilities has not been 
systematically applied to the cross-cultural context. For the most part, the entrepreneurs’ 
capabilities relating to culture in the immigrant entrepreneurship context seems to be 
largely unexamined (Nee & Sanders, 2001). Thus, it is essential to understand the 
construct of cross-cultural capabilities for immigrant entrepreneurs who are constantly 
exposed to a second culture. 
Immigrant entrepreneurs’ cross-cultural capabilities  
Culture is defined as a collective set of values, beliefs, and expected behaviours 
(e.g., Hayton et al., 2002; Hofstede, 1980), which includes several broad dimensions, 
such as norms (e.g., Hechavarria & Reynolds, 2009), language (e.g., Kramsch, 1998), 
and practice (e.g., Frese, 2015). Cross-cultural capabilities have been used in many non-
academic areas, such as government health departments, unit courses, and corporate 
projects. However, owing to a lack of a  broadly accepted definition, research into 
cross-cultural capabilities is still ambiguous. Thus, it seems necessary to understand 
this concept and differences with other related concepts or constructs across 
disciplines.  
In international business education, Laughton and Ottewill (2000) attempted to 
employ the term cross-cultural capabilities and state that it is comprised of cross-cultural 
sensitivity, cross-cultural business skills, and international management competence. 
In their view, cross-cultural sensitivity is a personal belief that an individual can 
successfully deal with cultural distance; cross-cultural business skills are cultural-
specific skills that people can learn and develop; and international management 
competence is the deep-rooted competence and distinct state of being. However, this 
definition of cross-cultural capabilities requires further development because cross-
cultural business skills overlap with the international management competence, while 
cross-cultural sensitivity overlaps with cross-cultural intelligence. It seems to 
misunderstand capabilities and competence, which are necessary to continue to develop 
the definition of cross-cultural capabilities and provide a clear scope of capabilities.   
When defining cross-cultural capabilities, it is important to distinguish between 
trait-like and state-like individual differences. Trait-like individual differences such as 
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personality characteristics are not specific to a certain situation and are stable over time 
(Chen, Gully, Whiteman, & Kilcullen, 2000). In contrast, state-like individual 
differences, such as emotion (Linnenbrink, 2006), are specific to certain situations and 
tend to be malleable over time. In effect, trait-like individual difference terms, such as 
cross-cultural competence, cross-cultural adjustment, and intercultural effectiveness 
are more distal from the outcome than state-like individual differences. Terms of 
state-like individual difference, such as cultural intelligence and intercultural 
competence, tend to describe an individual’s malleable capability to deal effectively with 
people from other cultures (Ang, Van Dyne, & Koh, 2006). These cultural-related 
concepts are discussed in more detail in Chapter 2. In the formulation of cross-cultural 
capabilities and investigating the accumulated immigrant entrepreneurs’ human capital, 
this research prefers to indicate cross-cultural capabilities as a state-like individual 
difference, which implies individuals’ cross-cultural capabilities may be able to be 
developed. 
Knowledge about culture is also a consideration when undertaking cross-cultural 
research. Wiseman, Hammer, and Nishida (1989) argued that “cultural knowledge is an 
important determinant of one’s ability to minimise misunderstandings with someone 
from another culture” (p. 351). It involves an understanding of the norms and 
communication rules of the other culture and provides important information upon 
which the behaviour of people from the other culture can be understood (Hong, 2010). In 
this regard, cross-cultural knowledge appears to be the foundation for developing 
capability. Furthermore, the cultural knowledge dimension includes cultural-general and 
cultural-specific knowledge (Redmond & Bunyi, 1993). Cultural-general knowledge 
emphasises knowledge of cultural differences that can apply to any cultural 
environment, while cultural-specific knowledge focuses on specific knowledge about 
another culture (Hofstede, 2001; Johnson, Lenartowicz, & Apud, 2006). That is, 
cultural-specific knowledge includes factual, conceptual, and attributional knowledge 
(Bird, Heinbuch, Dunbar, & McNulty, 1993). In particular, attributional knowledge can 
be nurtured through exposure to other cultures and interaction with appropriate specific 
skills (Nonaka & Takeuchi, 1995). It seems that cross-cultural capabilities and cultural 
knowledge are related to one another, and while the majority of research has studied 
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cultural knowledge, this thesis focuses more on the construct of capability rather than the 
knowledge dimension.  
Thus, regarding the prior discussion that cross-cultural adaptation relates to 
psychological adaptation and sociocultural adaptation, a definition of cross-cultural 
capabilities in the immigrant entrepreneurship context is conceptualised as an individual’s 
set of skills related to an individual’s psychological adaptation and sociocultural 
adaptation leveraged for business success in both the home and host countries. The 
capability of psychological adaptation includes an individual’s emotion management and 
positive attitude, while the capability of sociocultural adaptation includes an individual’s 
cultural learning, language skills and bicultural flexibility. In this thesis, immigrant 
entrepreneurs’ psychological adaptation focuses on immigrant entrepreneurs’ well-being, 
while the sociocultural adaptation concentrates on immigrant entrepreneurs’ behaviour. 
1.4 RESEARCH PROBLEM 
Although the importance of adaptation for immigrant entrepreneurs has been 
identified in immigrant entrepreneurship literature, specifically with regards to economic 
adaptation (e.g., Drori, Honig, & Wright, 2009; Light, 1979; Light, 1972; Portes et al., 
2002) and social adaptation (e.g., Ndofor & Priem, 2011; Zhang, Wong, & Ho, 2016; 
Zolin et al., 2015), research into cultural adaptation to a host country (destination 
country) is still limited. In recent years, research highlighting the importance of a 
specific skill, such as language, has grown (e.g., Azmat & Fujimoto, 2016; Kolb et al., 
2001; Sui et al., 2015). However, aside from language skills, there are other human-
cultural capital that are also important and require further investigation (Nee & Sanders, 
2001). In particular, uncovering the specific cross-cultural capabilities of immigrant 
entrepreneurs that produce better business outcomes. Furthermore, to date, acculturation 
research on immigrants has identified different profiles of immigrants that have adapted 
to cultures (Berry et al., 2006), yet there is no taxonomy of immigrant entrepreneurs in 
terms of their cross-cultural capabilities, which is considered to offer practical 
implications for training programs, as well as optimal immigration policy, particularly in 
the Sino-Australian context. Thus, the research question “How important are cross-
cultural capabilities for Chinese immigrant entrepreneurs?” was justified for 
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investigation. The following section discusses the key research gaps within the literature 
in relation to the sub-research questions.  
1.5 RESEARCH GAPS AND QUESTIONS 
In addressing the research problem, four research gaps were identified, with four 
corresponding sub-research questions. Firstly, cross-cultural psychology literature 
suggests that individuals’ cross-cultural adaptation includes psychological adaptation 
and sociocultural adaptation (Demes & Geeraert, 2014; Searle & Ward, 1990). Although 
language skills focus has previously been investigated in immigrant entrepreneurs’ 
studies, limited research has identified immigrant entrepreneurs’ other sociocultural 
skills that can assist their cultural adaptation. Moreover, there is scarcity of research that 
attempts to interpret immigrant entrepreneurs’ cross-cultural capabilities, especially 
integrating the psychological approach to explore how immigrant entrepreneurs maintain 
their psychological well-being (Singh & DeNoble, 2004). As such, sub-research 
question one (RQ1) was established: 
RQ1. How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
Secondly, research has suggested that culture can impact on immigrant 
entrepreneurs’ behaviour (Basu & Altinay, 2002). Some immigrant groups are capable 
of attaining cultural resources that can assist their entrepreneurial pursuits (Drori et al., 
2009). Although previous research has found that some immigrants from various 
national cultures are more endowed with human capital than other immigrant groups 
(Vinogradov & Kolvereid, 2007), or non-immigrant groups, which improves their 
capability to become self-employed, it appears that there is limited research 
investigating how immigrant entrepreneurs’ cross-cultural capabilities affect their 
business outcomes. As such, sub-research question two (RQ2) was developed: 
RQ2. How do cross-cultural capabilities impact on immigrant entrepreneurs’ 
business outcomes? 
Thirdly, a growing body of sociology literature indicates the age of arrival in a 
host country influences differences among first generation immigrants in terms of their 
sociocultural adaptation, such as language proficiency (e.g., di Gennaro, 2013). 
However, intergenerational differences among the first generation have been largely 
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unexamined in immigrant entrepreneurship research, as most of the research has focused 
on the differences between the first and second generation of immigrant entrepreneurs 
(e.g., Masurel & Nijkamp, 2004; Selvarajah et al., 2012; Soydas & Aleti, 2015). In 
addition, although the ethnic gender role and host country sociocultural context have a 
suggested influence on immigrant entrepreneurship (Azmat & Fujimoto, 2016), 
researchers have pointed out that the literature on immigrant entrepreneurship often 
overlooks issues of gender (Collins & Low, 2010; Robertson & Grant, 2016). 
Furthermore, cross-cultural research focused on young immigrants has discovered that 
females have better sociocultural adaptation than males; and males have better 
psychological adaptation than females (Berry et al., 2006). Thus, with respect to the 
individual differences among immigrants, sub-research question (RQ3) was established:  
RQ3. What are the differences between individuals and generational cohorts in 
terms of cross-cultural capabilities? 
Lastly, cross-cultural research has identified that individuals have different profiles 
that display how well they adapt to the host country, such as immigrants’ different 
cultural identities (Berry et al., 2006) and different strategies of international students 
(Bang & Montgomery, 2013). A key issue is whether findings from research with 
immigrants can apply to immigrant entrepreneurs, as the profiles of immigrant 
entrepreneurs, specifically in relation to their cross-cultural capabilities, have been 
largely unexamined. Such profiles of immigrant entrepreneurs are considered to guide 
the development of training programs and policies, therefore, this gap in the literature 
led to sub-research question four (RQ4):  
RQ4: How can immigrant entrepreneurs be clustered in terms of cross-cultural 
capabilities? 
In summary, this research seeks to address the gaps in the literature by exploring 
immigrant entrepreneurs’ cross-cultural capabilities and how such capabilities influence 
immigrant businesses. This thesis also seeks to understand the individual differences 
among immigrant entrepreneurs and develop a taxonomy of immigrant entrepreneurs in 
terms of cross-cultural capabilities. To investigate the research questions, a qualitative 
research design was adopted.  
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1.6 METHODOLOGY 
This research is underpinned by a qualitative, two-study approach. The decision to 
use qualitative research methodology over quantitative is determined by the requirement 
of the research project (Green, 1999), the research purpose (Sinkovics, Penz, & Ghauri, 
2005), the context of a particular setting, and the specific problem (Ahmad & Azman 
Ali, 2003). Two qualitative studies were carried out for this research, as the aim was to 
explore the importance of cross-cultural capabilities of Chinese immigrant entrepreneurs 
in Australia. The qualitative research design of this thesis can be seen in Figure 1.2, 
where Study One used in-depth semi-structured interviews with a critical incident 
technique to address RQ1, RQ2 and RQ3, and Study Two utilised Q methodology to 
address RQ4.  
 
Figure 1.2 - Research design 
 
1.6.1 Study One: In-depth interviews 
In Study One, in-depth interviews with supplementary critical incident technique 
were used to address RQ1, RQ2, and RQ3. Study One adopted a purposive targeted 
selection sampling strategy to construct a theoretical platform of immigrant 
entrepreneurs’ cross-cultural capabilities. A total of 30 in-depth, semi-structured 
interviews were conducted, lasting on average one hour, with a range of 30 minutes to 
• Theoretical framework 
research issues founded 
from the literature
Proposed theorectical 
framework
• Discussion of findings
• Revised theorectical 
framework 
Study One: In-depth 
interviews
(RQ1),(RQ2)and (RQ3)
• A taxonomy of immigrant 
entrepreneurs
• Discussion of findings
Study Two : Q  
methodology (RQ4)
• Combined findings of 
study one and study two 
• Discussion of 
contributions
Final therorectical 
framework
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three hours, with Chinese immigrant entrepreneurs to yield rich and deep insights into 
the understanding of their cross-cultural capabilities for their business outcomes. By 
using an inductive qualitative analysis, a revised theoretical framework of immigrant 
entrepreneurs’ cross-cultural capabilities was developed for statements in Study Two. 
The revised framework included two main dimensions (capability of psychological 
adaptation and capability of sociocultural adaptation), and five constructs (emotion 
management, positive attitude, cultural learning, language skills, and bicultural 
flexibility).  
1.6.2 Study Two: Q methodology 
Study Two, which addresses RQ4, employed Q methodology, the selection of 
which was justified by its emphasis on the study of human subjectivity and the pursuit of 
shared viewpoints with its abductive logic (Watts & Stenner, 2012). Q methodology was 
used to examine the data obtained in Study One at a collective level, while remaining a 
qualitative methodology (Barry & Proops, 2000). A total of 50 structured statements 
selected from Study One were conducted with 40 Chinese immigrant entrepreneurs to 
develop a taxonomy of immigrant entrepreneurs in terms of cross-cultural capabilities. 
An overview of the research program can be seen in Table 1.1.  
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Table 1.1 - Overview of the research program 
Research gaps Corresponding research 
question 
Study Objectives of the 
research 
Research methods Data analysis 
procedures 
Research gap one: 
Limited understanding of cross-
cultural capabilities in immigrant 
entrepreneurship context 
RQ1. How do immigrant 
entrepreneurs perceive 
their cross-cultural 
capabilities? 
 
Study 
One 
To identify immigrant 
entrepreneurs’ cross-
cultural capabilities 
Qualitative method  
• In-depth semi-
structured interviews 
• Critical incident 
technique as 
supplementary  
• n= 30 
 
• Analytic generalisability 
achieved through 
inductive theorising 
approaches for theory 
development  
• Combined NVivo & 
manual coding 
Research gap two: 
Limited empirical evidence in 
relation to how cross-cultural 
capabilities influence immigrant 
business 
RQ2. How do cross-
cultural capabilities 
impact on immigrant 
entrepreneurs’ business 
outcomes? 
 
To identify the impact of 
immigrant 
entrepreneurs’ cross- 
cultural capabilities on 
business success 
Research gap three: 
Limited empirical evidence in 
relation to how immigrant 
entrepreneurs’ cross-cultural 
capabilities are different between 
individuals 
RQ3. What are the 
differences between 
individuals and 
generational cohorts in 
terms of cross-cultural 
capabilities? 
 
To identify any 
individuals and 
generational cohort 
differences  
Research gap four: 
Lack of understanding of a 
taxonomy of immigrant 
entrepreneurs in terms of cross-
cultural capabilities 
RQ4: How can 
immigrant entrepreneurs 
be clustered in terms of 
cross-cultural 
capabilities? 
Study 
Two 
To develop clusters of 
cross-cultural 
capabilities within 
immigrant entrepreneurs 
Qualitative method 
• Q methodology 
• Q set (n=50) 
• P set (n=40) 
 
• Abductive logic to 
generate interpretation 
• Varimax-rotated Q 
principal component 
utilising PQ method 
version 2.35 
Overarching research question How important are cross-cultural capabilities for Chinese immigrant entrepreneurs? 
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1.7 RESEARCH CONTRIBUTIONS 
Both studies are cumulative and were undertaken to assist in answering the 
research questions, and in doing so, make contributions to both theory and practice. 
These contributions are reviewed in Chapter 6. The overall contributions to theory 
and practice are presented briefly in the following subsections. 
1.7.1 Theoretical contributions  
This thesis makes four main contributions to theory. The primary contribution 
is to extend the literature of immigrant entrepreneurship and international 
entrepreneurship, which brings greater focus and clarity to the understanding of the 
constructs of cross-cultural capabilities. The thesis found that there are a set of skills 
related to psychological adaptation and sociocultural adaptation that are important 
for immigrant entrepreneurs to undertake business in the host country. This extends 
the current literature that focuses on immigrant entrepreneurs’ language skill (e.g., 
Azmat & Fujimoto, 2016; Sui et al., 2015). Furthermore, to the researcher’s 
knowledge, this thesis may be the first research that identifies three distinct 
intergenerational cohorts in terms of their age of arrival (Rumbaut, 2004) among the 
first generation immigrant entrepreneurs whose cross-cultural capabilities are 
adapted differently. Additionally, the use of Q methodology (Watts & Stenner, 2012) 
as an innovative research technique (in Study Two) provides an additional 
methodological contribution, given that as a research method it remains underutilised 
within entrepreneurship; thus, it offers an example of extending a traditional 
interpretive method used to study immigrant entrepreneurs.  
The studies undertaken in this thesis also make a contribution to cross-cultural 
psychology. Particularly Study Two, which identifies the five diverse immigrant 
entrepreneur groups with different cross-cultural capabilities, which is different from 
cross-cultural psychology literature that mainly identifies the differences of identity, 
values, or behaviours changes (Berry et al., 2006; Schwartz et al., 2010). These 
findings provide a capability approach to be incorporated into the extant 
acculturation theory.  
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1.7.2 Practical contributions 
In addition to the theoretical contributions noted above, this thesis identifies the 
cross-cultural capabilities that Chinese immigrant entrepreneurs deem significant for 
their immigrant businesses. The findings of the research identified the diversity of 
their cross-cultural capabilities. Thus, the findings of the research presented in this 
thesis have the potential to inform policy development in this area, such as shaping 
new entrepreneur visas (Australian Government - Department of Immigration and 
Border Protection, 2016), and providing tailored training and education programmes 
for immigrant entrepreneur communities.  
1.8 DELIMITATIONS  
The research sample in this thesis was limited to immigrant entrepreneurs, 
specifically immigrant entrepreneurs who were born overseas. To ensure that 
respondents were immigrant entrepreneurs, a screening process was used to evaluate 
whether respondents were entrepreneurs rather than self-employed. The screening 
process is discussed in more detail in Chapter 3. This research was also limited only 
to the investigation of Sino-Australian immigrant entrepreneurs who were born in 
mainland China and moved to Australia.  
The findings in this research have been drawn only from Chinese immigrant 
entrepreneurs in Australia. The reason for selecting the specific context of Australia 
was because Australia is a multicultural country; however, research on Australian 
immigrant entrepreneurship is still lacking (Aliaga-Isla & Rialp, 2013). Furthermore, 
this research focuses on Chinese immigrant entrepreneurs because of a relatively 
large population, as well as relatively large psychic distance. That is, among migrant 
groups, the number of residents born in China has doubled in the past ten years 
(Australian Bureau of Statistics, 2016), and this large population may provide 
plentiful resources to collect data to some extent. Moreover, with larger psychic 
distance than immigrants from Anglo countries, Chinese immigrant entrepreneurs 
may need cross-cultural capabilities more than Western immigrants in Australia. The 
discussion of selecting the Sino-Australian context is discussed in more detail in 
Chapter 3. Thus, considering the cross-cultural nature of this thesis, investigation of 
Chinese immigrant entrepreneurs in Australia was deemed appropriate.  
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1.9 STRUCTURE OF THE THESIS 
The thesis is structured into six chapters that develop a comprehensive program 
of research to examine the overall research problem and address the four sub-
research questions. The six chapters included in this research are presented in Table 
1.2, followed by a brief summary of the individual chapters. 
 
Table 1.2 - Outline of the thesis 
Chapters included in this research 
Chapter 1 Introduction
Chapter 2 Literature review
Chapter 3 Methods and research design
Chapter 4 Findings and discussions of Study One
Chapter 5 Findings and discussions of Study Two
Chapter 6 Conclusion 
 
Chapter 1 introduces the program of research by highlighting the background 
to the research. The chapter briefly introduces the underpinning theory, research 
problem, research questions, and an overview of the research design. The definitions 
utilised in the study are also presented, along with the limitations and contributions 
for research investigation.  
Chapter 2 reviews the literature relevant to the studies that identified the 
research problem. This review draws on cross-cultural psychology and immigrant 
entrepreneurship, as well as international entrepreneurship. This chapter identifies 
the gaps in the capability of immigrant entrepreneurs in the cross-cultural context 
with relevant research questions to address these gaps. This chapter also includes the 
proposed theoretical framework developed from the literature review.  
Chapter 3 sets out the research design and methods underpinning Studies One 
and Two that developed the exploratory studies in the thesis. This chapter provides a 
justification of the philosophical underpinning in the research and the suitability of 
the method used in Studies One and Two. The sample, data collection, and data 
analysis are outlined, reliability and validity issues are discussed, and ethical 
considerations are taken into account. The chapter also discusses how the findings of 
Study One were used to form the statements examined in Study Two.  
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Chapter 4 reports the results and analysis of the in-depth interviews used in 
Study One. The findings of the 30 in-depth interviews are presented with reference to 
individual differences of cross-cultural capabilities, and the cross-cultural capabilities 
identified as influencing business outcomes. This chapter also discusses how the 
findings contributed to informing a revised conceptual framework for developing 
Study Two.  
Chapter 5 reports on the results and analysis of the Q methodology used in 
Study Two. The Q methodology was used to identify the individual subjective 
viewpoints of the importance and value of their cross-cultural capabilities to 
determine how they are shared by others. A discussion of the findings of Study Two 
is included to contribute to the revised framework.  
Chapter 6 provides a discussion of how the findings of the two studies 
contribute to answering the research questions. The theoretical and practical 
contributions are discussed, as are the limitations of the research. Suggestions for 
future research are included, which not only aim to overcome the existing 
limitations, but also to expand the current scope of understanding in cross-cultural 
capabilities.  
1.10 CONCLUSION 
The objective of this chapter was to provide an overview of the research 
undertaken in this thesis. This chapter has outlined the research background and 
briefly introduced the underpinning theory. The overarching research question and 
sub-research questions were stated with reference to the key gaps identified in the 
literature. The qualitative research design and the justification for an exploratory 
research approach were provided. This chapter also addressed the theoretical 
contributions and practice contributions, along with an overview of the structure of 
the thesis. The limitations of the research were also discussed. The next chapter 
provides a review of the relevant literature for the program of this research.  
 Chapter 2: Literature Review 21 
Chapter 2: Literature Review 
2.1 INTRODUCTION  
Chapter 1 introduced the overall program of research undertaken in this thesis. 
This research investigates Chinese immigrant entrepreneurs’ cross-cultural capabilities 
within the Australian context. The purpose of Chapter 2 is to review the literature related 
to immigrant entrepreneurs, mainly from the international entrepreneurship and 
sociology disciplines. In particular, it explores what cross-cultural capabilities might be 
influential for immigrant entrepreneurs. 
Firstly, the chapter discusses several relevant concepts, which include 
entrepreneurship, entrepreneurs, immigrant entrepreneurs, ethnic entrepreneurs, and 
transnational entrepreneurs. Furthermore, five main immigrant entrepreneurs’ 
adaptations are identified, described, and analysed in relation to this study, namely 
economic adaptation, social adaptation, cultural adaptation, sociocultural adaptation, and 
psychological adaptation. The first three adaptations are primarily identified from the 
international entrepreneurship and sociology literature. However, as sociocultural 
adaptation and psychological adaptation have not been systematically researched in the 
immigrant entrepreneurship context, this thesis attempts to integrate a cross-cultural 
psychology perspective to illustrate both sociocultural adaptation and psychological 
adaptation.  
In relation to cross-cultural capabilities, the literature review evaluates capabilities 
from a human capital perspective. Firstly, entrepreneurial capabilities are explored, as 
well as the demonstrated relevant entrepreneur capabilities required for business 
outcome. A discussion of culture-related capability concepts (adaptation, adjustment, 
intelligence competence, and effectiveness) drawn from international business and 
cross-cultural psychology is then assessed, defined with respect to immigrant 
entrepreneurs’ cross-cultural capabilities. Lastly, a conceptual model of immigrant 
entrepreneurs’ cross-cultural capabilities is proposed.  
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2.2 ENTREPRENEURSHIP 
The economic contribution of entrepreneurship is recognised as an important 
contributing factor to regional growth, especially with the influence of globalisation 
(Carree & Thurik, 2003), because entrepreneurship provides society with a significant 
resource for employment, economic growth, and innovation (Thornton, Ribeiro-Soriano, 
& Urbano, 2011; Van Stel, Carree, & Thurik, 2005). Entrepreneurship has emerged as 
one of the most important fields in social science and has gained legitimacy as a valid 
academic area of research (Teixeira, 2011).  
One of the issues in the research of entrepreneurship is the definition of 
entrepreneurship (Davidsson, 2016b; Kuratko & Hodgetts, 2001; Venkataraman, 1997). 
Discussion related to entrepreneurship occurs across many disciplines, including 
management, economics, and regional science (Davidsson, 2009; Koppl & Minniti, 
2010; Wiklund, Davidsson, Audretsch, & Karlsson, 2011). A widely utilised and 
commonly cited definition of entrepreneurship is the scholarly examination of how, by 
whom, and with what effects opportunities to create future goods and services are 
discovered, evaluated, and exploited (Venkataraman, 1997). This definition involves the 
study of the source of opportunities; the process of discovery, evaluation, and 
exploitation of opportunities; and the set of individuals who discover, evaluate, and 
exploit them (Shane & Venkataraman, 2000), and refers to entrepreneurship as a 
process. It highlights an individual’s human capital to exploit opportunities, while 
questioning why others do not, which is in line with Schultz’s (1975, p. 1980) ‘human-
capital approach to entrepreneurship’ that highlights the importance of an individual’s 
set of skills (Becker, 1964).  
In respect to entrepreneurship, the terms ‘entrepreneurs’ and ‘business owners’ 
appear to be used interchangeably within the literature, for example, in research related 
to immigrant self-employment (e.g., Collins & Low, 2010; Light, 1972); however, 
differences between entrepreneurs and business owners exist. To clarify, entrepreneur is 
considered the central actor in entrepreneurship (Mueller, Volery, & Von Siemens, 
2012), and is defined as “an individual who establishes and manages a business for the 
principal purpose of profit and growth” (Carland, Hoy, Boulton, & Jo Ann, 1984, p. 
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358). Such behavioural approaches highlight an entrepreneur who is a founder as well as 
a manager, which differs from simply owning a business, such as business owners 
(Gartner, 1989). That is, characteristics of entrepreneurs and business owners are 
distinctive. More specifically, entrepreneurs tend to have a higher capacity for risk-
taking, achievement motivation, and innovation than business owners and managers 
(Stewart, Watson, Carland, & Carland, 1999), while business owners appear to have a 
lower capacity for creativity than entrepreneurs (Stewart et al., 1999; Wagener, 
Gorgievski, & Rijsdijk, 2010) and managers tend to have a lower capacity for 
entrepreneurial self-efficacy (Chen, Greene, & Crick, 1998) and risk-taking (Stewart & 
Roth, 2001). These distinctions are in line with findings on the characteristics of 
entrepreneurs that principally include risk taking, creativity, innovation, self-efficacy, 
problem-solving, and achievement motivation (Carland, Carland, Carland, & Pearce, 
1995; Carland et al., 1984; Rauch & Frese, 2007). This research focuses on 
entrepreneurs, as such, business owners or managers, such as expatriate managers who 
work for multinational corporations, are outside of the scope of this thesis.  
Specifically, this thesis focuses on the entrepreneur capabilities that drive 
behaviour, in line with Gartner’s (1989) call to concentrate on “what the entrepreneur 
does” rather than the characteristics or the traits of the entrepreneur (p. 57). As 
entrepreneurship is an organising process that is produced by the actions of 
entrepreneurs (Gartner, Carter, & Reynolds, 2010), individual behaviours are essential 
for exploitation of an opportunity, venture creation, and growth (Bird et al., 2012). 
However, there appears to be a scarcity of research in this field, which may limit 
academic understanding of entrepreneurs’ behaviours (Bird & Schjoedt, 2009; Mueller 
et al., 2012). Furthermore, research of entrepreneurs’ human capital has focussed more 
on prior knowledge (e.g., Gruber, MacMillan, & Thompson, 2013) and cognition (e.g., 
Grégoire, Corbett, & McMullen, 2011) rather than capabilities. Given this scarcity of 
research, this research takes a capability approach that focuses on an individual’s 
involvement in venture creation, as well as actually managing, rather than the 
entrepreneurs’ characteristics. 
Entrepreneurs’ behaviours are the proximal outcome of capabilities (Bird et al., 
2012), which are regarded as an individual’s “ability to achieve a given functioning” 
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(Gries & Naudé, 2011, p. 217), in which this approach is based on the notion as a 
combination of various “doing and beings” (Sen, 1993, p. 31). Functioning refers to 
valuable activities and states that constitute an individual’s well-being (Alkire, 2005); 
for instance, activities can produce entrepreneurial outcomes for the business, while 
states can affect an entrepreneur’s psychological well-being. Capability is regarded as a 
critical element for venture gains (Amit, Glosten, & Muller, 1990) and the pursuit of 
entrepreneurial opportunities (Wilson & Martin, 2015). As a result, entrepreneurs’ 
capabilities are crucial for positive business outcomes. This is particularly the case for 
immigrant entrepreneurs, as these individuals have to convert their innate capability to 
enhanced international operation of their businesses (Sui et al., 2015), especially the 
human-cultural capabilities that are acquired in the host country for certain business 
outcomes (Kanas, Van Tubergen, & Van der Lippe, 2009; Nee & Sanders, 2001). The 
main proposition is that immigrants are endowed with certain cultural traits of their 
home country (Aliaga-Isla & Rialp, 2013), and have experience being exposed to a 
second culture, which helps build capabilities for transitioning between cultures. 
However, the role of immigrant entrepreneurs’ capabilities in terms of culture remains 
largely unexamined. The current theory does not account for crossing borders and the 
complexity of cultures, and fails to capture this complexity in the phenomenon. 
Therefore, this thesis adopts a novel lens with an innovative approach to exploring 
immigrant entrepreneurs’ cross-cultural capabilities. This thesis considers cross-cultural 
capability to be a two-directional concept and focuses on exploring how to adapt from 
the home culture to the host culture.  
2.3 IMMIGRANT ENTREPRENEURSHIP  
International migration has gradually become a key feature of industrialised 
countries around the globe and creates a modern, open society (Goldin, Cameron, & 
Balarajan, 2012; Kloosterman & Rath, 2003; Kourtit & Nijkamp, 2011; Simon, 1999). 
The world is witnessing an exceptional increase in flows of immigrants across 
boundaries. For example, Australia is experiencing growing immigration from overseas 
born Australians, especially from China (Australian Bureau of Statistics, 2016). 
Furthermore, international migration is a social and economic phenomenon that has a 
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high impact in particular regions and countries, such as Europe (e.g., Ambrosini, 2014; 
Bolívar-Cruz, Batista-Canino, & Hormiga, 2014), the United States (e.g., Borjas, 1990), 
Canada (e.g., Reitz, 2004), and Australia (e.g., Hugo, 2008). Such international 
migration repopulates geographical areas, provides solutions to ageing population issues, 
and addresses the reducing fertility rates in such countries (Aliaga-Isla & Rialp, 2013).  
These international immigrants have a higher than normal probability of becoming 
self-employed (Kanas et al., 2009). In most OECD countries, immigrants display higher 
rates of self-employment than native citizens (Andersson & Hammarstedt, 2011). For 
instance, historic data shows 18.8% of Australian immigrants are self-employed, while 
only 16.3% of natives are self-employed (OECD, 2010). Immigrant entrepreneurship is 
seen as a stimulus of social renewal and economic revitalisation (Aliaga-Isla & Rialp, 
2013). The impact of these entrepreneurs, both socially and economically, cannot be 
underestimated (Ensign & Robinson, 2011). For example, in the United States, many 
immigrant communities, such as Little Sicily, Greektown, and Chinatown have generally 
been viewed as social hubs for both immigrants and natives (Logan, Zhang, & Alba, 
2002). Furthermore, immigrants who are originally from less-developed countries, such 
as Syria, and developed countries, such as Taiwan, have set up many iconic enterprises 
such as Google, EBay, Apple, and Yahoo in the United States. In fact, many more small 
firms have been established by immigrants. To some extent, these immigrant ventures 
stimulate regional economic development (Ndofor & Priem, 2011). Owing to 
immigrants’ important contribution to societies and regional development, immigrant 
entrepreneurs have increasingly attracted researchers’ consideration (Aliaga-Isla & 
Rialp, 2013; Vinogradov & Kolvereid, 2010). 
Immigrant entrepreneurs are defined as individuals who have recently arrived in 
the country and had to start a business as a means of economic survival (Butler & 
Greene, 1997; Chaganti & Greene, 2002). They have been researched under several 
frameworks. For example, many studies (e.g., Li, 2001; Light, 1979) have used 
disadvantage and blocked mobility theory as theoretical frameworks to highlight the 
limitations that immigrants have in the host county. Raijman & Tienda (2000) suggested 
that immigrants who seem to lack host country human capital, such as language and 
education credentials, are inclined to seek business ownership. Furthermore, a human 
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capital perspective has been used to analyse the particular characteristics of immigrants 
that have been learned in home and host countries (e.g., Fernandez & Kim, 1998; 
Vinogradov & Kolvereid, 2007). Moreover, the combination of human and social capital 
theories are merging to acknowledge the effect on the extent of business growth (Kanas 
et al., 2009; Sequeira & Rasheed, 2006). Some research has also used a psychological 
perspective to explore the immigrant entrepreneurship phenomenon. For instance, an 
evolutionary psychological perspective has been used to examine the adaptive functions 
of kin and ethnic altruism in start-up businesses by immigrants (Yang, Colarelli, Han, & 
Page, 2011). 
The analysis of immigrant entrepreneurship has focused on national culture 
(Aliaga-Isla & Rialp, 2013). Cultural theory has also been taken into account for 
immigrant entrepreneurs’ original culture background, such as using Hofstede national 
cultural dimensions (e.g.,Vinogradov & Kolvereid, 2007). Relevant research reveals that 
entrepreneurship is culturally ascribed to certain immigrant groups that bring their 
unique cultural characteristics to assist in succeeding in business  (e.g., Teixeira, Lo, & 
Truelove, 2007). In addition, national intelligence is determined to be considerably 
connected with self-employment rates among first generation immigrants (Vinogradov 
& Kolvereid, 2010). However, there is a scarcity of research focussing on leveraging 
cultural resources, and some researchers have called for investigations at a more 
individual level into the relationship between national culture, human capital, and 
immigrant entrepreneurship (Vinogradov & Kolvereid, 2007). 
More recently, a mixed-embeddedness perspective, proposed by Kloosterman, 
Van der Leun, and Rath (1999), Kloosterman and Rath (2001), and Kloosterman (2010), 
has been widely used to analyse the social capital of immigrant entrepreneurs in certain 
countries (Azmat & Fujimoto, 2016; Dassler, Seaman, Bent, Lamb, & Mateer, 2007; 
Jones, Ram, Edwards, Kiselinchev, & Muchenje, 2014). The mixed-embeddedness 
perspective suggests that the analysis of immigrant entrepreneurship should combine the 
micro-level of the individual entrepreneur with the meso-level of the local opportunity 
structure, and macro-institutional level (Kloosterman, 2010; Kloosterman & Rath, 2001; 
Kloosterman, et al., 1999;). Specifically, research should employ a knowledge related 
perspective that focuses on the social embeddedness of entrepreneurs in the socio-
 Chapter 2: Literature Review 27 
economic and political-institutional environment of the host country, and consider how 
these factors impact the opportunities of immigrant entrepreneurs (Dana, 2007). 
However, the mixed-embeddedness perspective does not explain the development of 
immigrant entrepreneurship within a group over time, which fails to suggest the 
differences between first-generation and second-generation (Koning & Verver, 2013), 
and this social capital perspective may also not be appropriate to investigate immigrant 
entrepreneurs’ human capital. 
Relevant studies have also paid attention to the immigrant’s gender role (Azmat & 
Fujimoto, 2016; Verduijn & Essers, 2013). Some research labels female immigrants as 
having a “triple disadvantage” (first as immigrants, second as women, and third as 
immigrants from developing countries) (Raijman & Semyonov, 1997, p. 121). This 
notion of disadvantages provides some explanations for the differences in 
entrepreneurial activity from male counterparts. For example, a recent empirical study 
explored how family embeddedness impacts Indian women entrepreneurs’ experience in 
Australia, and found that gender role and host country’s sociocultural context influence 
women entrepreneurship (Azmat & Fujimoto, 2016). Another study that focused on 
Australian women entrepreneurs from Asian countries attempted to investigate the 
relationship between ethnicity, gender, and immigrant entrepreneurship (Collins & Low, 
2010). Collins and Low (2010) examined the impact of human capital, family support, 
and cultural heritage on entry into entrepreneurship. Although some women-focused 
research has been undertaken, it seems that the literature on immigrant entrepreneurship 
often overlooks issues of gender (Collins & Low, 2010; Robertson & Grant, 2016). 
Therefore, scholars advocate the use of a gender perspective to study the immigrant 
entrepreneurship phenomenon (Aliaga-Isla & Rialp, 2013). Thus, this thesis pays 
attention to gender. 
2.3.1 Ethnic entrepreneurs 
Regarding immigrant entrepreneurs, the ethnic phenomenon is a significant 
element to consider (Bonacich, 1973). Ethnic entrepreneurs are united by a set of 
sociocultural connections and regular patterns of interaction among people sharing a 
common national background or migration experiences (See Table 2.1) (Waldinger, 
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Aldrich, & Ward, 1990). Research on ethnic entrepreneurs has employed a middleman 
minority perspective (e.g., Bonacich & Modell, 1980; Wong, 1985), which was 
originally used to describe minority-majority relations in colonial and peasant societies 
(Bonacich, 1973). Middleman minority denotes immigrants who are self-employed, 
serve minority groups by providing goods, skills, and service, and play the intermediary 
roles between minority society and mainstream society (Berghe, 1987; Bonacich, 1987; 
Light, 1972; Yoon, 1991, 1997). Their social status is usually marginalised from the host 
country and results in a strong ethnic identity (Yang, 2006). Their ethnic network seems 
important to them and they tend to involve themselves in ethnic social networks to share 
business information in order to build their businesses (Berghe, 1987). Owing to their 
intra-ethnic solidarity (Bonacich, 1973), some researchers consider that such middleman 
minorities remain structurally separate from both communities (Nee & Sanders, 2001). 
That is, they regard themselves as a group apart from the host country and resist cultural 
assimilation.  
Some researchers have indicated that ethnic entrepreneur businesses tend to target 
only members of their ethnic community, while immigrant entrepreneurs may not 
always ethnically target (Chaganti & Greene, 2002). However, in most entrepreneurship 
studies the terms ‘immigrant entrepreneurs’ and ‘ethnic entrepreneurs’ have been used 
interchangeably (e.g., Saxenian, 2002; Zolin et al., 2015). They are often co-mingled, as 
relative theoretical frameworks suggest that immigrant entrepreneurs are part of 
minority groups. Thus, this research considers immigrant entrepreneurs and ethnic 
entrepreneurs to be similar terms.  
2.3.2 Transnational entrepreneurs 
Middleman minority has also explained the early generation of transnational 
entrepreneurs (Terjesen & Elam, 2009), who are immigrants concurrently maintaining 
business-related links with their home country and host country (See Table 2.1) 
(Dimitratos et al., 2016; Drori et al., 2009; Ginsberg, 2010; Riddle, Hrivnak, & Nielsen, 
2010; Saxenian, 2002). The time-consuming nature of international trade creates the 
roles of middlemen minorities (Rubinstein & Wolinsky, 1987), who can be agents, 
brokers, or rent collectors in international trade and commerce (Bonacich, 1973). They 
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work hard for this special status and try to identify trading partners abroad and develop 
international networks. Some middleman minorities are good at bilingualism to facilitate 
their international networks across the home country and host country, and are  
intermediaries of trade across linguistic barriers (Terjesen & Elam, 2009). Essentially, 
they are likely to be bicultural in mono-cultural societies (Light, 2008; Terjesen & Elam, 
2009).  
 
Table 2.1 - Conceptual clarity of definitions 
Concept Definition 
Immigrant 
Entrepreneurs
Mainly start businesses due to necessity. They may involve a 
migration network linking migrants, former migrants, and non-
migrants with a common home country and host country (Butler & 
Greene, 1997). 
Ethnic 
Entrepreneurs
“. . . connections and regular patterns of interaction among people 
sharing common national background or migration experiences” 
(Waldinger, Aldrich, & Ward, 1990, p.3). 
Transnational 
Entrepreneurs
“entrepreneurs that migrate from one country to another, concurrently 
maintaining business-related linkages with their former country of 
origin and currently adopted countries and communities” (Drori, 
Honig, & Wright 2009, p. 1001). 
 
Currently, owing to developments of communication and transportation 
technologies, transnational entrepreneurs can frequently travel between two countries 
both “virtually and physically” (Portes et al., 2002), as transnational entrepreneurs’ 
businesses are globally-oriented. They are skilful at leveraging resources from both 
countries and facilitating bilateral trade and investment (Lin & Tao, 2012). 
Transnational entrepreneurs have been regarded as a significant immigrant economic 
adaptation, who are likely to have economic success with large annual sales (Portes et 
al., 2002). In this case, it is not difficult to discover that immigrant entrepreneurs have a 
significantly higher tendency to be involved in transnational economic activities (Wang 
& Liu, 2015). In addition, transnational entrepreneurs do not only occupy two 
geographic locations (Drori et al., 2009), but are also embedded in two cultures, as their 
entrepreneurial activities are carried out in a cross-national context. Transnational 
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entrepreneurs are regarded as a subgroup of immigrant entrepreneurs, thus, in order to 
better understand cross cultural capabilities, this research pays attention to transnational 
entrepreneurs.  
2.4 IMMIGRANT ENTREPRENEURS’ ADAPTATION 
Immigrants’ adaptation can be conceptualised in different ways. Over the past 
decades, several studies have primarily focused on immigrants’ economic adaptation, 
whereby they argue that being self-employed is one of the solutions to changing 
immigrants’ disadvantageous position in the labour market (e.g., Light, 1979). Recently, 
more research has focused on transnational entrepreneurs who tend to effectively 
leverage resources in both home and host countries. These authors have suggested that 
the role of transnational entrepreneur is a new form of economic adaptation for upward 
social mobility (e.g., Portes et al., 2002). Social adaptation focuses on ethnic enclaves, 
social identity, and a co-ethnic network. That is, immigrant entrepreneurs’ strong ties 
with co-ethnic groups can have comparative advantages over native entrepreneurs 
(Yang, 2006). Immigrant entrepreneurs may require cultural adaptation to break out of 
the ethnic enclave to main stream markets. Cultural adaptation includes sociocultural 
adaptation and psychological adaptation (Demes & Geeraert, 2014; Searle & Ward, 
1990). However, the extant research of immigrant entrepreneurs’ adaptation has focused 
more on national culture impact rather than individuals’ cultural adaptation. Thus, this 
thesis attempts to integrate the cross-cultural psychology perspective to illustrate 
immigrant entrepreneurs’ sociocultural adaptation and psychological adaptation. 
2.4.1 Economic adaptation 
Immigrants have been found to have difficulty finding appropriate paid work 
(Walton-Roberts & Hiebert, 1997). Research indicates an “economic dead-end” 
perspective (Barrett, Jones, & McEvoy, 1996) and disadvantage hypothesis (Light, 1972, 
1979) that immigrants lack opportunities, which limits them to extremely constrained 
markets (Aldrich & Waldinger, 1990; Kitching, Smallbone, & Athayde, 2009; Raijman 
& Tienda, 2000). The immigrant entrepreneurs’ literature has highlighted blocked 
mobility in the labour market, as such, immigrants often use self-employment to 
supplement employment income (Li, 2001), as they are pushed to start-up businesses to 
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change their disadvantageous positions. Thus, self-employment is concluded to be an 
economically adaptive strategy to immigrant poverty and unemployment (e.g., Raijman 
& Tienda, 2000; Yoon, 1991).  
Research on immigrants has argued that an alternative form of economic 
adaptation is mainly on transnational entrepreneurs who are able to mobilise cross-
country through their social networks (Portes et al., 2002). Transnational entrepreneurs 
are part of the elite in their communities in terms of education and legal standing, and 
are driven by higher incomes than the average wage (Portes et al., 2002). Owing to their 
familiarity with different cultures (Mizrachi, Drori, & Anspach, 2007), these 
entrepreneurs seem capable of lowering transaction costs across countries. Transnational 
entrepreneurs are likely to adapt to the host country culture and create new ways of 
doing business that enable them to intermediate trade directly and indirectly, which 
makes them different from middleman minorities. Researchers suggest paying more 
attention to the dimension of culture on aspects of this phenomenon (Patel & Conklin, 
2009). Essentially, cultural factors may affect transnational entrepreneurs’ activities and 
performance (Urbano, Toledano, & Ribeiro-Soriano, 2011). That is, cultural differences 
may create barriers, such as involving different ways to network, which requires 
transnational entrepreneurs to culturally switch their methods of doing business. 
Owing to social networks across borders, transnational entrepreneurship is 
regarded as a process of economic adaptation (Terjesen & Elam, 2009). Research on 
transnational entrepreneurs has highlighted transnational ties, which are regarded as a 
competitive asset for immigrant businesses. Such social transnational networking can 
foster competence by integrating different resources in both host and home countries 
(Brzozowski, Cucculelli, & Surdej, 2014), which may have a direct effect on a firm’s 
growth. For example, an empirical study found that transnational ties play a significant 
role in Chinese firm’s sales in Canada (Kariv, Menzies, Brenner, & Filion, 2009).   
2.4.2 Social adaptation 
In addition to economic adaptation, immigrant entrepreneurs also offer important 
social revitalisations (Echikson, 2000). In some metropolitan cities, immigrants attempt 
to build their own communities, which may stimulate regional development and 
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strengthen their ethnic ties. For example, Chinatowns in Sydney and Melbourne serve as 
both economic and social gathering places for the Chinese community. Such a 
geographic concentration of people from the same country of origin was defined by 
Logan, Zhang & Alba (2002) as ethnic enclaves. That is, a business neighbourhood is 
surrounded by members of the community, which is distinct from the mainstream 
community (Logan, Alba, & Stults, 2003). Ethnic enclaves also involve a network of 
small enterprises for ethnic people who speak little English (Portes & Bach, 1985; Wilson 
& Portes, 1980).   
The literature on immigrant entrepreneurship has abundantly described the 
characteristics and distinctiveness of ethnic businesses supplying ethnic enclaves. Various 
research (e.g., Nee & Sanders, 1987; Portes & Bach, 1985; Portes & Jensen, 1992; Wilson 
& Portes, 1980) has used ethnic enclaves to identify that a place can provide an upward 
mobility and a low co-ethnic labour pool to immigrant entrepreneurs. Owing to the 
strong competition with local business owners, immigrant entrepreneurs are found to be 
more likely to  engage in the employment of co-ethnic employees and use ethnic advice 
and information, as well as membership in ethnic enclaves (Chaganti & Greene, 2002). 
The social ties within such dense clustering can provide economic advantages to 
immigrant entrepreneurs (Portes, 1981). Recently, the study of ethnic enclaves has 
extended to the behaviour of ethnic venture investors (Zhang et al., 2016).  
A social identity can be formed by immigrant communities within ethnic 
enclaves (Light, 1972). Social identity is defined as “cognition of membership of a 
group and the value and emotional significance attached to this membership” 
(Tajfel, 1978, p. 63). A strong social identity seems to create a “co-ethnic 
advantage” (Lee, 1999; Ndofor & Priem, 2011). For example, Kloosterman and Rath 
(2003) described a case of Chinese restaurants that required staff to have a Chinese 
appearance in order to appear trustworthy. Such a situation makes native people lack 
credibility to do certain ethnic business. A strong social identity may stimulate the 
existing network, which operates to be a highly beneficial resource when starting up 
a business (Froschauer, 2001; Robertson & Grant, 2016; Sequeira & Rasheed, 
2006). For example, Kalnins and Chung (2006) found that the Gujarati hotel businesses 
in the U.S. performed better when they were geographically close to other Gujarati 
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hotels. A social ethnic identity can also reduce the transaction cost of trade in the 
open market with strangers, which makes immigrant entrepreneurs’ businesses 
profitable (Iyer & Shapiro, 1999), as it allows access to the collective information and 
resources that other groups could not acquire in a formal market (Arrighetti et al., 2014).  
In addition, networks within ethnic enclaves, which are co-ethnic networks, 
also relate to co-ethnic advantage. As the co-ethnic network provides an opportunity 
to help co-ethnic group members, it is considered a platform to establish mutual 
trust in the community, which can be built into successful enterprises (Portes & 
Sensenbrenner, 1993; Zhang et al., 2016). A study that focused on Chinese 
immigrant entrepreneurs by Zhou (1998) explored that the network within ethnic 
enclaves determines the nature of immigrant businesses. A network tie is considered 
strong or weak depending on the degree of “embeddedness” (Granovetter, 1973). 
Immigrant entrepreneurs’ strong ties with co-ethnic groups have comparative 
advantages over native entrepreneurs, because mutual trust may already exist in 
kinship and friendship (Aldrich & Waldinger, 1990; Yang, 2006). Such strong ties 
with individuals within ethnic enclaves is likely to be found in the start-up stage 
when the new firms require substantial resources that can be obtained through co-
ethnic networks (Sequeira & Rasheed, 2006; Zolin et al., 2015).  
Despite the direct benefits, long-term involvement in an ethnic enclave seems 
to be a barrier that limits immigrant business growth and decreases immigrant 
entrepreneurs’ host country skill acquisition (Edin & Fredriksson, 2003). For 
example, immigrant entrepreneurs may not be required to learn host country 
languages, as they are surrounded by individuals who originally come from the 
same home country and it is likely to constrain adopting business practices of the 
host country. In order to grow the business, weak ties, which are networks from 
outside the enclave, seem necessary to integrate immigrant entrepreneurs’ 
businesses into the larger society (Sequeira & Rasheed, 2006). That is, native 
entrepreneurs are more likely to share useful diverse information about mainstream 
markets. Thus, expanding a business to the mainstream markets seems meaningful. 
In fact, several indications have provided evidence about immigrant enterprises 
break-out strategies towards boundary-crossing activities outside of ethnic enclaves 
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(e.g., Ram & Hillin, 1994; Waldinger et al., 1990). Responding to this break-out 
evolution, immigrant entrepreneurs may require multicultural firms with employees 
or partners from non co-ethnic societies (Arrighetti et al., 2014), as these 
organisations can increase “diversity” to culturally adapt to the host country.  
2.4.3 Cultural adaptation 
Culture has been defined as “the collective programming of the mind which 
distinguishes the members of one group or category of people from another” (Hofstede, 
1997, p. 5). Research about immigrant entrepreneurs has focused on the impact of 
national culture (Aliaga-Isla & Rialp, 2013). The Hofstede cultural dimension has been 
used to study why some immigrants from certain cultures are likely to become self-
employed (Vinogradov & Kolvereid, 2007). For example, Chand and Ghorbani (2011) 
adopted individualism and collectivism dimensions to propose that Chinese immigrant 
entrepreneurs are more likely than Indian immigrant entrepreneurs to run businesses that 
employ people from outside their family. Similarly, it seems that some immigrants, from 
some national cultures, are more endowed with human capital that improves their 
capability to start businesses in their new country (Vinogradov & Kolvereid, 2007), 
because immigrants with higher human capital endowment, such as skills, may have a 
higher ability to learn new business procedures, legislation, and regulations that are 
essential to start-ups (Vinogradov & Kolvereid, 2007).  
Differences between national cultures have frequently been conceptualised in 
terms of ‘cultural distance’ in international business (e.g., Shenkar, 2001), 
entrepreneurship (e.g., Hayton et al., 2002; Liu & Almor, 2014), and cross-cultural 
psychology (e.g., Ward & Kennedy, 1999). Such differences between two or multiple 
cultures have proved to be a significant predictor of adaptation on both individual and 
organisational levels. That is, larger differences are likely to predict more difficulties in 
adapting to new cultures (Demes & Geeraert, 2014; Ward & Kennedy, 1999). For 
example, Chinese immigrant entrepreneurs may face more difficulties than Anglo-
country immigrant entrepreneurs when they do business in Australia.  
Cultural theory, however, suggests that when immigrants are excessively 
represented in societies, they can be considered as a group by displaying their cultural 
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characteristics, and argues that entrepreneurship is culturally attributed to some ethnic 
groups (Teixeira et al., 2007). Researchers have suggested that culture can impact 
immigrant entrepreneurs’ behaviour (Basu & Altinay, 2002), and some immigrant 
groups are capable of attaining cultural resources that can assist their entrepreneurially 
pursuit (Drori et al., 2009). Regarding how immigrant entrepreneurs leverage such 
cultural resources, some researchers have suggested that it is important to examine the 
relationship between national culture, human capital, and immigrant entrepreneurship at 
a more individual level (Vinogradov & Kolvereid, 2007). In cross-cultural psychology, 
cultural adaptation is made up of sociocultural adaptation and psychological adaptation 
(Demes & Geeraert, 2014; Searle & Ward, 1990). These concepts are explained in the 
following sections.  
2.4.4 Sociocultural adaptation 
In the context of cross-cultural adaptation, acculturation has been highlighted by 
Berry (2005). Acculturation is regarded as a dynamic process of cultural and 
psychological change that occurs as a result of contact between two or more cultural 
groups and their individual members (Berry, 2005; Ward et al., 2001). It highlights an 
interaction with people from other cultures that requires individuals to possess two 
aspects of cultural adaptation: sociocultural adaptation and psychological adaptation 
(Searle & Ward, 1990).  
Sociocultural adaptation, is defined in cross-cultural psychology as a social ability 
to “fit in” with the host culture (Searle & Ward, 1990; Ward & Kennedy, 1999). It 
addresses how successfully the individuals obtain the appropriate sociocultural skills for 
living effectively in the new sociocultural environment. Studies of sociocultural 
adaptation have generally focused on behavioural dimensions, mainly underpinned by 
cultural learning approaches (Ward & Kennedy, 1993, 1999). It refers to a practical side 
of a new culture that supports an individual to navigate the culture effectively on a daily 
basis (Demes & Geeraert, 2014). Regarding immigrants’ sociocultural adaptation, 
research into immigrant youth has discovered that female immigrants are better at 
sociocultural adaptation than male immigrants, which is in line with the argument that 
gender has a variable influence on the acculturation process (Berry, 1997). 
 36 Chapter 2: Literature Review 
As entrepreneurship is a sociocultural phenomenon, sociocultural factors impact 
entrepreneurial activity (Hayton et al., 2002; Thornton et al., 2011). Entrepreneurship 
researchers (Beckers & Blumberg, 2013) consider the sociocultural dimension that 
reflects interpersonal relations with native and the extent of immigrant entrepreneurs’ 
cultural, attitudinal, and behavioural changes towards the host country. Thus, 
sociocultural adaptation highlights an interaction with natives. 
Sociocultural adaptation and perceived cultural distance are interrelated; however, 
elements of the host culture that are different from the home culture will require 
adaptation (Demes & Geeraert, 2014). Some research has focused on immigrant 
characteristics in pre- and post-migration, and suggests that immigrant entrepreneurs 
should bond host-country human capital and social capital to adapt to the host country 
(Kanas et al., 2009), largely around using language skills (e.g., Brzozowski et al., 2014; 
Collins & Low, 2010; Mora & Dávila, 2005). Such human-cultural capital that 
immigrants can bring to host countries and continue to accumulate in the host country is 
viewed as an important resource. This is the case because a deficiency in host country 
language proficiency will represent an obstacle for immigrant entrepreneurs to access 
resources and move between ethnic and mainstream markets (Arrighetti et al., 2014).  
Furthermore, those possessing good language and communication skills are likely 
to exploit opportunities in the mainstream markets (Altinay, 2008). However, many 
studies have reported that immigrant entrepreneurs have deficient language skills (e.g., 
Azmat & Fujimoto, 2016; Kolb et al., 2001). Language problems seem to be a great 
barrier to immigrant entrepreneurs. Although extensive research has focused on 
language skills, some researchers (Nee & Sanders, 2001) have argued that other human-
cultural capital is still lacking in immigrant entrepreneurship study. It also seems that 
immigrant entrepreneurs can gain benefit from having contact with natives rather than 
only having improved host-country language skills; thus, researchers have called for 
more research to bridge human capital with social capital dimensions (Kanas et al., 
2009). 
A generational lens has been considered in immigrant entrepreneurs’ socio-
cultural adaptation. The mixed embeddedness framework suggests sociocultural 
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adaptation should positively affect to what extent immigrant entrepreneurs are capable 
of recognising and obtaining opportunities in mainstream markets (Beckers & 
Blumberg, 2013; Kloosterman & Rath, 2001; Kloosterman, 2010). Beckers & 
Blumberg’s (2013) comparative study found that five non-Western second generation 
groups of immigrant entrepreneurs had achieved higher levels of sociocultural 
integration in society than the first generation. However, it seems that such integration 
did not contribute to better business prospects among four out of five groups (Beckers & 
Blumberg, 2013). On the other hand, Chinese second generation immigrant 
entrepreneurs, who have advanced in their socio-economic position, outperform other 
groups in profits over their parents’ generation. It is noteworthy that Beckers and 
Blumberg measured individual’s identity relating to the sociocultural dimension. This 
contradicts the psychology research that suggests identity is related to psychological 
dimension (Robertson & Grant, 2016). Thus, to some extent, it is essential to understand 
two concepts.  
In addition, a growing literature in sociology has stated that the 1.5 generation who 
immigrate to a new country at ages 6 to 12 (Rumbaut, 2004) are more deeply immersed 
in the host culture than their parents (Bartley, 2010). Such a “decimal” system is based 
on the age and life stage at arrival for the analysis of acculturation among immigrants. 
Some research has also indicated the differences among different immigrant cohorts in 
terms of their sociocultural adaptation, such as language proficiency (e.g., di Gennaro, 
2013). It claims that 1.5 generation Chinese immigrants have the advantage of being 
well-equipped with language skills and knowledge of the host cultural practise (Liu, 
2015). However, the 1.5 generation has largely been unexamined in immigrant 
entrepreneurship research, as most of the research has focused on the differences 
between the first and second generation of immigrant entrepreneurs (e.g., Masurel & 
Nijkamp, 2004; Selvarajah et al., 2012; Soydas & Aleti, 2015). Thus, this research pays 
attention to intergenerational differences among immigrant entrepreneurs. 
2.4.5 Psychological adaptation 
According to Ward and Kenny (1999), there is a significant relationship between 
psychological and sociocultural adaptation, in that individuals who have greater 
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psychological adaptation, such as managing emotions, may have greater sociocultural 
adaptation (Jhutty, 2007). Psychological adaptation refers to an individual’s satisfaction 
and psychological well-being (Berry, 2002; Searle & Ward, 1990). It generally denotes 
how comfortable and happy or anxious and stressed an individual feels concerning being 
in the new culture (Demes & Geeraert, 2014).  
Extant psychological adaptation research, which originates from a theoretical 
framework on stress and coping, has examined psychological wellbeing during cross-
cultural transitions. This approach posits that acculturation can be formed by a set of 
major life events that challenge individuals, such as international students, sojourners, 
and immigrants (Berry, 2006; Searle & Ward, 1990; Ward & Kennedy, 1993). 
Psychological adaptation can be an issue for an individual when life events can be 
considered as stressors or aggravating stress reactions, especially for those without the 
proper coping strategies. Studies of cross-cultural psychology have concentrated on 
mental health outcomes, such as depression and anxiety, based on using affective 
approaches (Berry, 2006), given that acculturative stress may reduce the health status of 
individuals, resulting in confusion, anxiety, and depression (Berry et al., 1987). Thus, 
immigrants may need capabilities, such as coping strategies (e.g., Berry et al., 1987) and 
emotion regulation (e.g., Molinsky, 2007), to psychologically adapt in a cross-cultural 
situation.   
Psychological adaptation and sociocultural adaptation are different. Simply 
speaking, these two forms of adaptation correspondingly cope with “feeling well” and 
“doing well” (Van De Vijver & Phalet, 2004). A core commonality is that both adaptive 
outcomes display different patterns of fluctuation over time (Ward & Kennedy, 1999). 
Sociocultural adaptation predictably follows a learning curve – initial stage 
(“honeymoon stage”), “cultural shock” stage, “adjustment” stage, and “mastery stage” 
(Black & Mendenhall, 1991). Sociocultural adaptation issues may decline in a 
foreseeable fashion over time, while psychological adaptation is more flexible over time; 
however, an empirical study confirmed that the most challenging time is during the 
earliest stages of cross-cultural transition (Ward & Kennedy, 1996). As can be seen, 
both of these adaptions are affected by time.  
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The relationship between sociocultural adaptation and psychological adaptation 
has also been researched in cross-cultural psychology. Berry (2002) argued that people 
who successfully interact with people from other cultures are expected to improve one’s 
feeling of well-being; it is easier to finish tasks and grow positive interpersonal 
relationships with people from another culture if one is feeling good. A longitudinal 
study discovered positive correlations between the two adaptions, and in a number of 
instances, these two adaptations are likely to increase over time (Ward, Okura, Kennedy, 
& Kojima, 1998).  
As discussed previously, immigrants seem to be in a disadvantageous position in 
labour markets, which suggests a high proportion of necessity immigrant entrepreneurs. 
Immigrant entrepreneurs may encounter negative circumstances, such as marginality and 
discrimination in the host country, which likely impacts on their subjective well-being 
(Sevä, Vinberg, Nordenmark, & Strandh, 2016). Furthermore, entrepreneurs may 
experience high levels of stress, work long hours, and face extreme competition, 
requiring them to adopt effective coping strategies (Baron, 2008). For example, a study 
indicated that self-employed immigrants reportedly experience significantly higher job 
stress and more psychosomatic health problems than non-self-employed immigrants 
(Jamal, 1997). Although there has been a great deal of research into the psychological 
perspective in regards to entrepreneurship (Davidsson, 2016a; Frese & Gielnik, 2014), 
most of this research overlooks immigrant entrepreneurs who may have mental health 
issues due to living in and doing business in a new uncertain environment. Researchers 
(Singh & DeNoble, 2004) have argued that research into immigrant entrepreneurs’ 
psychological adaptation in the cross-cultural context is just beginning, and more 
relevant research should be undertaken in the future.  
2.5 IMMIGRANT ENTREPRENEURS’ CAPABILITIES  
Capabilities are important to entrepreneurs, including immigrant entrepreneurs, to 
identify opportunities and leverage resources (Ucbasaran et al., 2008). Research has 
defined several capabilities, such as general capability (e.g., Marshall, 1982), specific 
capability (e.g., Haynie et al., 2010), entrepreneurial capability (e.g., Arthurs & 
Busenitz, 2006), and entrepreneurial skills (e.g., Smilor, 1997). As discussed previously, 
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immigrant entrepreneurs may require cultural abilities to undertake business in 
mainstream markets. However, owing to a lack of a broadly accepted definition, the 
research into cross-cultural capabilities has not been systematically investigated in 
entrepreneurship studies. Based on a discussion of several cross-cultural capabilities 
relevant concepts, including adaptation, adjustment, intelligence, competence, and 
effectiveness, this research attempts to define immigrant entrepreneurs’ cross-cultural 
capabilities, which includes a set of capabilities of psychological adaptation and 
sociocultural adaptation.  
2.5.1 Capabilities 
Extant capability researchers studying how capabilities influence business 
generally consider the idea of resources (Mathews, Bianchi, Perks, Healy, & 
Wickramasekera, 2015; Ray, Barney, & Muhanna, 2004; Teece, Pisano, & Shuen, 
1997). Capability is defined as a special type of resource that an organisation can 
leverage to improve the productivity of other resources (Makadok, 2001). Although this 
definition reveals that capabilities can be leveraged for certain aims, to some extent, this 
definition is more related to the organisational level. Although the capabilities approach 
is closely related to a resource-based view of the firm, Barney (1991) noted that “it may 
be the case that a manager... is a firm resource that has the potential for generating 
sustained competitive advantage” (p. 117). Individuals in top management who have 
depth in capabilities can provide a better opportunity for success for the organisation 
(Teece, 2007), because some individuals are capable of attaining, combining, and co-
ordinating the resources that are crucial for entrepreneurial activity (Erikson, 2002; 
Ucbasaran et al., 2008). 
Entrepreneurs are people who are at the top of the organisation and play a central 
role in the discovery, evaluation, and exploitation of opportunities that fuel the 
emergence and success of business ventures (Shane & Venkataraman, 2000). No 
opportunity is exploited, nor does any venture exist without the multiple skills or 
abilities of entrepreneurs (Lazear, 2004). Ability is labelled by entrepreneurship 
scholars as “a relatively stable broad characteristic of individuals that underlies their 
maximum performance and would include various forms of intelligence and physical 
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attributes” (Bird et al., 2012, p. 891). This thesis considers ability to be similar to 
capability, and prefers to use the latter term. 
General capability and specific capability 
Successful entrepreneurship is closely relevant to entrepreneurs’ capabilities 
(Hartog et al., 2010; Ibrahim & Soufani, 2002; Marshall, 1982; Zhang, Wang, Jiao, 
ogilvie, & Cui, 2010). To date, much research has been undertaken on entrepreneurs’ 
capabilities with business performance (Caliendo & Kritikos, 2008; Kaish & Gilad, 
1991; Lange, 2012; McClelland, 1987). Scholars from different disciplines have 
highlighted the relevance of general capabilities and specific capabilities for 
succeeding as an entrepreneur. As an economist and psychologist, Marshall (1982) 
defined general capability (ability) as cognitive ability, which is also general 
intelligence. Cognitive ability has been broadly studied by entrepreneurship researchers 
who take a psychological or cognitive perspective on entrepreneurs’ performance (e.g., 
Begley & Boyd, 1988; Haynie et al., 2010; Shaver & Scott, 1991).  That is, entrepreneurs 
should have the ability to think beyond, or reorganise, their existing knowledge in order 
to respond rapidly to uncertain conditions. For example, successful entrepreneurs may 
constantly need to acquire or have opportunity confidence (Davidsson, 2015), an 
entrepreneurial mindset (Haynie et al., 2010), or entrepreneurial alertness (Kirzner, 
2009).  
An individual’s cognition can be explored with reference to self-assessed 
capabilities that some researchers group into specific capabilities: entrepreneurial, 
managerial, and technical (Ucbasaran et al., 2008). Specific capabilities are also crucial 
for entrepreneurs. Other researchers (Hartog et al., 2010) have categorised specific and 
distinct abilities into verbal, mathematical, technical, clerical, and social. They describe 
these specific abilities as non-cognitive abilities. In their view, entrepreneurs should have 
a balanced set of abilities rather than be specialists (Lazear, 2005). In addition, other 
scholars (Zhang et al., 2010) have found that interpersonal capability, leading capability, 
and entrepreneurial capability are as important as cognitive capability. They contend that 
entrepreneurs tend to be entrepreneurial first and sort out challenges constantly; thus, 
entrepreneurial capability is more fundamental than the others. No matter what the 
taxonomy of entrepreneurs’ capabilities is, the extant literature suggests that the 
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perceived capabilities of entrepreneurs are core to their self-efficacy (Delmar, 2000), 
and individual-specific capabilities could facilitate an entrepreneurs ability to 
recognise entrepreneurial opportunities and assemble resources in order to enhance 
performance (Knudson, Wysocki, Champagne, & Peterson, 2004).  
Entrepreneurial capabilities and skills 
Entrepreneurial capabilities are essential, specific abilities and the central 
attributes for entrepreneurs, which have been used to explain the resources and skills 
required for effective entrepreneurial activity and performance (Arthurs & Busenitz, 
2006; Chell & Allman, 2003). Arthurs and Busenitz (2006) defined entrepreneurial 
capabilities as “the ability to identify a new opportunity and develop the resource base 
needed to pursue the opportunity” (p. 199); while Amit, Glosten, and Muller (1990) 
stated that entrepreneurial ability “is the center of entrepreneurial activity which combines 
tangible and intangible assets in new ways and deploy them” (p. 1233). In their 
understanding, entrepreneurs could develop and leverage entrepreneurial capabilities 
and resources to identify opportunities in the uncertain environment. To some extent, the 
difference in meaning between the words ‘ability’ and ‘capability’ is thin and they are 
generally used interchangeably.  
For small businesses, entrepreneurs’ skills seem more important and may include 
personal skills (such as risk-taking), interpersonal skills (such as negotiation), and 
process skills (such as the ability to plan and organise) (Deakins & Freel, 2003). This is 
because entrepreneurs’ decision-making power accordingly affects the small firm’s 
overall strategy (Man et al., 2002). This is particularly true in the case of immigrant 
entrepreneurs who are likely to have small businesses (Aldrich & Waldinger, 1990). 
Despite the fact that a great deal of research into abilities and skills can be found in 
entrepreneurship literature, the concept of individuals’ capabilities has not been 
systematically applied to the cultural context or across cultures. Such cross-cultural 
capabilities have not been widely used in regards to the research into immigrant 
entrepreneurs who are constantly exposed to a second culture and may need capabilities 
to adapt to the second culture. 
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2.5.2 Cultural-related capabilities 
Living and working across cultures can be challenging (Berry, 2006). To discover 
what it takes for an individual to become cross-culturally competitive, several different 
terms have emerged across disciplines (See Table 2.2).  Capabilities are mostly referred 
to as adaptability (e.g., Berry, 1997; Ward & Kennedy, 1999) and adjustment in 
psychology (e.g., Peltokorpi & Froese, 2012; Searle & Ward, 1990); intelligence 
in international business and international management (e.g., Ang et al., 2006; Ang et al., 
2007; Earley, 2002); competence in international business (e.g., Gertsen, 1990; Hong, 
2010; Johnson et al., 2006; Muzychenko, 2008; Sandberg, 2000); and effectiveness in 
psychology and international business (e.g., Hammer, Gudykunst, & Wiseman, 1979; 
Lakshman, 2013; Van Oudenhoven & Van der Zee, 2002). Although the diversified 
disciplines emphasise the significance of cultural competitiveness in a cross-cultural 
context, the boundaries between different concepts are sometimes unclear. This section 
attempts to tease out the similarities and differences in these cultural-related capabilities 
terms.  
Adaptability and adjustment  
Two terms have been widely researched in psychology: adaptability and 
adjustment. Cross-cultural adaptability (See Table 2.2) is regarded as the ability to 
adapt to another culture with its requirements, values, and beliefs (Chang, Yuan, & 
Chuang, 2013; Kelley & Meyers, 1995). Effective interaction with people from other 
cultures and retaining a self-stable state is essential for adaptability. Accordingly, a self-
assessment of the cross-cultural adaptability inventory with four main categories 
(flexibility, emotional resilience, perceptual acuity, and personal autonomy) is 
established to measure an individual’s cross-cultural adaptability. This assessment 
endeavours to measure an individual’s potential for cross-cultural adaptability in regards 
to both experience and knowledge of other cultures (Davis & Finney, 2006; Kelley & 
Meyers, 1995). The cross-cultural adaptability inventory has been tested on expatriates, 
international students, and sojourners (e.g., Breiden, Mohr, & Mirza, 2006; Chang et al., 
2013; Kitsantas & Meyers, 2001). 
Cross-cultural adjustment (See Table 2.2) includes psychological adjustment and 
sociocultural adjustment (Searle & Ward, 1990). Psychological adjustment and 
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sociocultural adjustment are inter-related but are conceptually and empirically different 
(Ward et al., 1998). Psychological adjustment is influenced by several psychological 
indicators, such as mood state (e.g., Stone Feinstein & Ward, 1990), cultural empathy 
(e.g., Peltokorpi & Froese, 2012), and feeling of acceptance (e.g., Brislin, 1981). 
Sociocultural adjustment is the ability to “fit in” and negotiate interactive aspects of the 
new culture, and the process of adjusting to new cultures can be thought of as being 
involved in a learning process. Thus, psychological adjustment blends with the stress 
dimension, while sociocultural adjustment is mainly related to cultural learning (Ward & 
Kennedy, 1993). The cross-cultural adjustment perspective has been largely used in 
research of international students (e.g.,Ward et al., 1998), expatriates (e.g., Peltokorpi & 
Froese, 2012) and immigrants (Berry et al., 2006). 
Psychological adaptation has been considered both in cross-cultural adaptability 
and cross-cultural adjustment (e.g., Davis & Finney, 2006; Kelley & Meyers, 1995); 
however, adaptation and adjustment have been used interchangeably in some studies, as 
researchers suggest both can be critically examined as the outcome of cross-cultural 
relocation as alternatives to “culture shock” (Ward & Kennedy, 1993). Culture shock is 
defined by the anxiety that arises from losing all familiar signs and symbols through 
social interaction (Oberg, 1960).  
Berry (1997) indicated that the difference between adjustment and adaptation is 
that adjustment implies that individuals change to become more like the environment, 
while adaptation refers to the relatively stable changes that take place in an individual’s 
response to environmental demands. That is, adjustments seem to typically be made with 
minimal difficulty or non-problematic cross-cultural experiences. As discussed 
previously, the literature has highlighted immigrants’ disadvantageous positions and 
blocked mobility, the term ‘adjustment’ as a non-problematic perspective may not be 
suitable to immigrants’ cross-cultural transition. 
In addition, adaptation is not a term that necessarily involves a positive outcome, 
which is a bi-polar concept (i.e., meaning only well-adapted). In the short term, 
adaptation may or may not improve the “fit” between individuals and environments 
(Berry, 1997). However, as Berry (1997) suggested, long term adaptation usually refers 
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to a situation where individuals can manage their lives well in the host countries. 
Regarding the long-term outcome, this research prefers to use adaptation. 
Intelligence 
Intelligence is another term that has been intensively researched in international 
management and international business, for example, cultural intelligence. Ang and her 
colleagues (2007) defined cultural intelligence (See Table 2.2) as an individual’s 
capability to effectively function and manage in culturally different environments. It is a 
multidimensional construct that consists of metacognitive intelligence, cognitive 
intelligence, motivational intelligence, and behavioural intelligence (Earley, 2002; Van 
Dyne, Ang, & Livermore, 2010). Metacognitive intelligence refers to a mental process 
that an individual uses to acquire and understand cultural knowledge (Flavell, 1979), 
while cognitive intelligence focuses on lower-order cognitive processes that reflect the 
knowledge of the basic norms, values, and systems of different cultures (Hofstede, 2001; 
Triandis, 1994). Motivational intelligence indicates the mental capacity to direct 
attention and energy to a particular task characterised by cultural difference (Ceci, 
2009). Behavioural intelligence is the action dimension of intelligence that reflects the 
capability to change verbal and nonverbal actions when interacting with people from 
another culture (Ang et al., 2007). Such behavioural intelligence is the ability to display 
a flexible range of behaviours to create a positive impression and develop an 
intercultural relationship (Gudykunst, Ting-Toomey, & Chua, 1988). As such, cultural 
intelligence is a set of capabilities that mainly includes mental capacity (knowledge) and 
appropriate action. 
The research on cultural intelligence has concentrated largely on conceptual 
theorising; in contrast, empirical research on cultural intelligence has mainly focused on 
expatriates (Ang et al., 2007). In addition, researchers believe that personality 
characteristics correlate to cultural intelligence, which are antecedents or causal agents 
(Ang et al., 2006). Accordingly, cultural intelligence is a state-like concept.   
Competence 
In the international business discipline, the concept of competence has been widely 
researched. Competence refers to abilities, knowledge (general and specific), skills, 
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traits, and concepts of self, and is related to superior performance in a situation (Bird et 
al., 2012; Spencer & Spencer, 2008). That is, competence includes both general ability 
(cognitive), specific ability, and personal attributes. Competence approaches, such as 
intercultural competence, cross-cultural competence, and bicultural competence, have 
been used to discover how individuals can leverage their cultural abilities and skills to 
achieve effectiveness or superior performance in a situation (Bird et al., 2012). .  
Intercultural competence (See Table 2.2) involves “overcoming the constraints 
embedded in an individual’s cultural shaped repertoire, creating new responses, and 
thereby expanding the repertoire of potential interpretations and behaviours available in 
future intercultural interactions” (Friedman & Antal, 2005, p. 75). Intercultural 
competence is the ability to communicate based on an individual’s intercultural 
knowledge, skills, and attitudes (Deardorff, 2006, 2011). This definition is determined by 
the ability to exhibit proper communicative behaviour. As expected, speaking the other 
language fluently can be an advantage in avoiding the risk of communicative 
misunderstanding (Gertsen, 1990). Thus, this concept considers more communicational 
behaviour rather than the psychological dimension.   
Compared to intercultural competence, a similar term is cross-cultural competence 
(See Table 2.2), which is in essence the ability to generate appropriate strategies of action 
unconsciously (Friedman & Antal, 2005; Gertsen, 1990). Cross-cultural competence 
mainly focuses on knowledge, skills, and personal attributes (Johnson et al., 2006). Some 
research on expatriates highlights that lacking cross-cultural competence in international 
business will lead to an international business failure (Black, Gregersen, Mendanhall, & 
Stroh, 2001; Tung, 1982). Researchers argue that the failure of a single expatriate 
manager will have a severe short-term and long-term impact on the firm (Johnson et al., 
2006). Furthermore, in entrepreneurial opportunity research, Muzychenko (2008) 
proposed that the role of cross-cultural competence can moderate entrepreneurs’ self-
efficacy and entrepreneurial opportunity in order to shape international opportunity 
identification. Her conceptual research attempted to define cross-cultural competence by 
identifying international business opportunities as a set of knowledge, skills, and abilities 
that can then increase entrepreneurs’ perception and behaviour in opportunity 
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identification (Muzychenko, 2008). Accordingly, this definition is more suitable for 
entrepreneurs in the opportunity identification process. 
The other conceptual framework is the bicultural competence concept (See Table 
2.2), which was proposed by Hong (2010), in which she suggested that bicultural 
competence takes an important role in conflicting, mediating, and boundary spanning in 
multicultural teams. Hong (2010) also indicated that cross-cultural abilities are 
behavioural dimensions that include behavioural adaptability and cross-cultural 
communication skills. In short, behavioural adaptability refers to one’s ability to 
appreciate and detect culture-specific aspects of social behaviour, while communication 
skills refers to a bicultural individual’s verbal and non-verbal ability to communicate 
appropriately and effectively (Hong, 2010; LaFromboise & Rowe, 1983). However, the 
communication skills and behavioural adaptability in this framework seem overlapped to 
some extent, as behaviour includes both verbal and nonverbal communication. 
As discussed, with regards to the three main competence approaches: intercultural 
competence, cross-cultural competence, and bicultural competence, the similarity is that 
they highlight knowledge, personal attributes, and abilities. To some extent, capabilities 
are made of competence. In order to reveal immigrant entrepreneurs’ specific cross-
cultural abilities or skills, this thesis uses capabilities as a terminology that immigrant 
entrepreneurs can leverage for business outcome.   
Effectiveness 
The last relevant concept is intercultural effectiveness, which closely relates to 
cross-cultural training programmes (e.g., Hannigan, 1990). Intercultural effectiveness 
(See table 2.2) is initially to answer “what is effective intercultural communication and 
interaction?” (Hammer et al., 1979, p. 382). Thus, this approach highlights 
communication and interaction. Regarding this approach, a third-culture perspective has 
been proposed to suggest that individuals who have a high degree of third-culture 
perspective are inclined to deal with stress that occurs during an intercultural experience. 
Third-cultural perspective works as a connection between their home cultural 
perspective and host cultural perspective (Hammer et al., 1979). Subsequently, 
researchers have identified a number of factors that impact intercultural effectiveness, 
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such as empathy, tolerance, sociability, positive self-image, managerial ability and  
respect (e.g., Cui & Awa, 1992; Herfst, Van Oudenhoven, & Timmerman, 2008).  
Recently, Van Oudenhoven and Van der Zee (2002) conceptualised intercultural 
effectiveness as five dimensions: open-mindedness, cultural empathy, emotional 
stability, flexibility, and social initiative. Open-mindedness considers the extent to which 
people have an open and unprejudiced attitude toward different cultures. Cultural 
empathy is similar to cultural sensitiveness, which is sensitive to host cultural issues 
(Hannigan, 1990). Emotional stability refers to an individual’s ability to keep calm in 
stressful situations. Flexibility involves people’s ability to change their behaviours to 
adjust to different cultural demands. Finally, social initiative refers to people’s ability to 
effectively approach social situations (Nesdale, De Veies Robbe, & Van Oudenhoven, 
2012). These five dimensions include cognition (cultural empathy) and emotion 
(emotional stability); however, intercultural effectiveness is often used interchangeably 
with intercultural communication competence by scholars (Portalla & Chen, 2010). This 
is perhaps why intercultural effectiveness focuses on communication, including both 
verbal and nonverbal behaviours. Thus, intercultural effectiveness may not cover both 
psychological and other sociocultural changes. 
 Chapter 2: Literature Review 49 
Table 2.2 - Culture-related capabilities 
Concept Definition Content Authors Field 
Main 
Targeted 
Respondents
Cross-
cultural 
adaptability 
The ability to adapt to another culture with its 
requirements, values, and beliefs. It indicates the 
potential for cross-cultural effectiveness. 
Emotional resilience, 
flexibility/openness, 
perceptual acuity, 
personal autonomy
Kelley & 
Meyers 
(1995) 
Psychology 
Expatriate, 
international 
students, 
sojourners
Cross-
cultural 
adjustment 
Psychological adjustment can be understood in terms of 
stress and coping frameworks, while sociocultural 
adaptation is related to the ability to “fit in” the new 
culture. 
Stress and coping, 
learning, 
personality traits 
Searle & 
Ward 
(1990) 
Psychology 
Expatriate, 
international 
students, 
immigrants 
Cultural 
intelligence 
An individual’s capability to function and manage 
effectively in a culturally different environment. It is a 
multidimensional construct that consists of metacognitive 
intelligence, cognitive intelligence, motivational 
intelligence, and behavioural intelligence. 
Knowledge (process 
and content), 
metacognition, 
communicative 
behaviour 
(verbal and 
nonverbal) 
Ang et al. 
(2007) 
Earley 
(2002) 
International 
business, 
international 
management 
Expatriate 
Intercultural 
competence 
Intercultural competence is the ability to explore one’s 
repertoire and actively construct an appropriate strategy. 
It involves overcoming the constraints embedded in an 
individual’s culturally shaped repertoire, creating new 
responses, and thereby expanding the repertoire of 
potential interpretations and behaviours available in 
future intercultural interactions. 
Communicative 
behaviour, 
affective/cognitive 
Friedman & 
Antal 
(2005), 
Gertsen, 
(1990), 
Deardorff, 
(2006, 
2011)
International 
management Expatriate  
 
 
 
Cross-
cultural 
competence 
 
 
 
 
 
Cross-cultural competence in international business is an 
individual’s effectiveness in drawing upon a set of 
knowledge, skills, and personal attributes in order to 
work successfully with people from different cultural 
backgrounds at home or abroad. 
 
 
 
Knowledge, skills, 
personal attribute 
Johnson et 
al. (2006) 
International 
business 
Expatriate 
managers 
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Bicultural 
competence 
Bicultural competence in international management is a 
bicultural person’s ability to draw upon cultural 
knowledge and cross-cultural abilities (such as adapting 
one’s behaviour and communicating across cultures) to 
effectively switch cultural frames and apply cultural 
metacognition to disparate cultural contexts in order to 
work successfully with people from different cultural 
backgrounds toward a desired organisational outcome.
Knowledge (cultural-
specific), 
Communicative 
behaviour, 
metacognition 
Hong 
(2010) 
International 
management 
Expatriate 
employees, 
teams 
Intercultural 
effectiveness 
An individual’s ability to deal effectively with cultural 
diversity, it includes open-mindedness, cultural empathy, 
emotional stability, flexibility, and social initiative. 
Emotion, adjustment 
behaviour, 
personality 
Van 
Oudenhoven 
& Van der 
Zee (2002)
Psychology, 
international 
business 
Sojourner,  
expatriate 
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2.5.3 Immigrant entrepreneurs’ cross-cultural capabilities defined in this 
thesis  
In this thesis, the focus is on how immigrant entrepreneurs manage to adapt to 
new contexts that result from migration. This thesis specifically considers cross-
cultural capabilities from a cross-cultural psychology perspective, especially for 
immigrant entrepreneurs who need to adapt to another culture, specifically another 
business culture. This may cause some psychological changes during their cross-
cultural transitions. Such changes may include feelings of acceptance, emotional 
stability, and mood state changes (Searle & Ward, 1990). Thus, the notion of well 
adapting relates to their intangible ability, which is an ability of psychological 
adaptation. Another component is based on an individual’s ability to “do well” in the 
new sociocultural milieu. This component focuses on the absence of the behavioural 
side and interacting with others, which relates to tangible ability.  
To summarise, based on previous discussion and considering the cross-
cultural environment of entrepreneurship, this thesis proposes that: 
Cross-cultural capabilities are an individual’s set of skills related to an 
individual’s psychological adaptation and sociocultural adaptation leveraged for 
business success in both the home and the host countries. 
This is a broad definition, yet it goes straight to the point: cross-cultural 
capabilities are the result of adaptation from psychological change, which focuses on 
immigrant entrepreneurs’ well-being, and the result of sociocultural adaptation, 
which concentrates on immigrant entrepreneurs’ behaviour. 
Again, this definition differs from other terms, as mentioned previously, such 
as cultural intelligence, in that it seems to focus more on mental ability rather than 
behavioural ability. The difference between cross-cultural capabilities and cross-
cultural adaptability is that the latter includes personality characteristics, while the 
former stands as a state-like individual difference. This is also the case for cross-
cultural adjustment. As discussed previously, this research tends to describe cross-
cultural capabilities as a state-like individual difference. 
This definition also differs from competence. In turn, competence is defined as 
abilities, skills, and traits that are “related to criterion-referenced effective and/or 
superior performance in a situation” (Spencer & Spencer, 2008, p. 9). Hence, 
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competence includes knowledge, personality, and abilities that may include 
broader dimensions than cross-cultural capabilities. As mentioned previously, as 
the majority of research has studied cultural knowledge, this thesis attempts to 
explore the abilities dimension in-depth, which differs from cross-cultural 
competence. It also differs from effectiveness, which focuses on communication. 
Thus, the definition of cross-cultural capabilities in this thesis emphasises an 
individual’s sociocultural behaviour adaptation and psychological adaptation.  
2.6 PROPOSED FRAMEWORK  
As discussed in Section 2.4.5, in relation to the importance of psychological 
adaptation to immigrant entrepreneurs to cope with “feeling well” and sociocultural 
adaptation to cope with “doing well”(Van De Vijver & Phalet, 2004), this thesis 
proposes a framework of immigrant entrepreneurs’ cross-cultural capabilities that 
includes the capability for psychological adaptation and sociocultural adaptation. 
While psychological adaptation mainly focuses on coping strategies, a positive 
attitude and emotion management, sociocultural adaptation highlights cultural 
learning and language skills. 
2.6.1 Immigrant entrepreneurs’ cross-cultural capabilities of psychological 
adaptation 
Cross-cultural psychology has examined psychological adaptation during 
cross-cultural transitions, which originates from a theoretical framework of stress and 
coping (Berry, 2006; Searle & Ward, 1990; Ward & Kennedy, 1993). This approach 
hypothesises that acculturation can be formed by a set of major life events that 
challenge the individual (Sam & Berry, 2010). Such life events may be regarded as 
stressors or aggravating stress reactions, especially without the proper coping 
strategies. As immigrant entrepreneurs, they may face distinctive stresses from their 
businesses, as entrepreneurship is concerned with discovery and exploitation in a 
highly uncertain environment (Alvarez & Barney, 2005; Shane & Venkataraman, 
2000). They may also face stress from dealing with different employees or customers 
from different cultures. It may be worse if they exploit untried markets or have no 
prior entrepreneurial experience. In this case, their psychological changes may be 
inclined to be problematic or create acculturative stress (Berry, 2006; Berry et al., 
1987), such as anxiety, emotional conflict, depression, or trauma. This is because no 
one can simply or easily adapt to a new culture. 
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Yet, resilience may help to reduce such stress. Resilience, is defined as “the 
capacity to modify responses to changing situational demands, especially frustrating 
or stressful encounters” (Tugade & Fredrickson, 2004, p. 322). Resilient individuals 
usually display a great capability to “bounce back” from negative environments 
quickly and effectively, even when they observe threats (Masten, 2001). Resilient 
people not only deal with a negative situation, they are likely to learn from and be 
transformed by their experience (Grotberg, 2003). Immigrant entrepreneurs, who 
start up or develop businesses in disadvantaged markets, which include language 
barriers, asymmetrical information, or discrimination, should possess resilient 
capabilities to rebound from these negative circumstances. 
A significantly better psychological adaptation is also related to holding a 
correct out-group attitude, as psychological acculturation involves a serious change 
in attitude (Graves, 1967). An attitude is how individuals perceive the culture of the 
host country, such as to accept or reject. Retaining positive attitudes toward one’s 
culture of origin and the second culture is the ability to be competent (LaFromboise, 
Coleman, & Gerton, 1993). A stream of research has been developed on 
entrepreneurs’ attitudes to decide individual intentions toward entrepreneurial 
behaviour (Omorede, Thorgren, & Wincent, 2015). A positive attitude seems 
significant to immigrant entrepreneurs when they are involved in the learning 
process, such as valuing people of different cultures. Moreover, some empirical 
studies (Kosic, 2002) have suggested that immigrants who have positive attitudes 
may experience fewer difficulties in sociocultural adaptation. 
The general psychology literature suggests that emotions are significant for an 
individual’s actions. Emotions capture affective changes that are inclined to 
influence further activity. Entrepreneurship literature has also highlighted the role of 
emotion, which may guide an individual’s entrepreneurial activities (Cardon, 
Zietsma, Saparito, Matherne, & Davis, 2005). Emotions have positive or negative 
components, they include anger, happiness, fear, and hope (Lerner & Keltner, 2000). 
Baron (2008) suggested that both positive and negative emotions may beneficially or 
destructively direct entrepreneurs’ behaviour in the entrepreneurial process. 
Furthermore, the entrepreneurship environment is frequently changeable and 
unpredictable, and in regards to these changes, emotions may tip the balance toward 
making certain decisions. For example, a study on the evaluation of business 
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opportunities by Foo (2011) indicated that emotions influence entrepreneurs’ risk 
perceptions and preferences. Thus, many researchers (e.g., Omorede et al., 2015; 
Rhee & White, 2007) have suggested that entrepreneurs should have capabilities in 
perceiving, understanding, and managing emotions.  
In a cross-cultural context, in order to maintain a self-stable status, 
entrepreneurs may require emotion management to deal with conflicts that relate to 
cultural differences. Managing emotion includes an awareness of one’s emotions 
and the ability to solve emotional conflict (Salovey, Bedell, Detweiler, & Mayer, 
2000), such as knowing how to manage patience or frustration after failed social 
interactions with natives. It is the ability of individuals to manage emotions, and some 
researchers (Mayer, Salovey, & Caruso, 2008) have suggested that emotion relates to 
an ability dimension rather than a  personality dimension. Thus, it seems that 
dealing effectively with emotional conflict contributes to immigrant entrepreneurs’ 
psychological well-being. Consequently, immigrant entrepreneurs’ cross-cultural 
capabilities of psychological adaptation mainly focus on coping strategies, a positive 
attitude, and emotion management. 
2.6.2 Immigrant entrepreneurs’ cross-cultural capabilities of sociocultural 
adaptation 
Researchers have suggested that cultural learning capability is applied to better 
sociocultural adaptation (Ward & Kennedy, 1999). Deriving from social psychology, 
the cultural learning approach hypothesises that individuals in a cultural transition 
may lack the skills to manage everyday social life (Argyle, 1969; Masgoret & Ward, 
2006). This may give rise to difficulties, which means individuals are supposed to 
have learning capabilities to learn some culture-specific behaviour skills. 
Learning skills are more situation-specific competencies than learning 
abilities, which link with four learning scopes, namely concrete experience, 
analytical skills, reflective observation, and active experimentation (Kolb, 2014). 
Concrete experience stresses the capability to employ sensitivity and intuition 
toward other people’s emotions and values, on the contrary, analytical skills 
involve thinking, analysing, and logic (Yamazaki & Kayes, 2004).  Strong reflective 
observational individuals usually have capabilities that perceive things from different 
viewpoints and appreciate different thoughts, while strong active experimentation 
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capabilities place an emphasis on vigorously influencing people and changing 
situations (Yamazaki & Kayes, 2004).  
Nevertheless, in the cross-cultural context, developmental learning, which is 
adaptive flexibility, seems more crucial to immigrant entrepreneurs who tend to stay 
in the host country, because entrepreneurship is a changing and complex process that 
requires entrepreneurs to take timely action in order to integrate resources 
(McMullen & Shepherd, 2006). A developmental learning capability may help 
immigrant entrepreneurs learn to adapt to the changing situation over time. Unlike 
metacognitive intelligence, which refers to a mental process that an individual uses to 
learn specific cultural knowledge (Flavell, 1979), a developmental learning 
capability refers to how individuals learn to cope with environmental complexity. 
Thus, to some extent, developmental learning capabilities display a high-level of 
flexibility and adaption in dealing with changing situations.  
The central component of a cultural learning approach is language proficiency 
(Masgoret & Ward, 2006), which is also another capability relating to immigrant 
entrepreneurs’ sociocultural adaptation. Language was found as an important factor to 
affect immigrant export-oriented business ( Light, Zhou, & Kim, 2002). To some extent, 
language capability is critical to immigrant entrepreneurs who build businesses in a new 
country, because language proficiency can support them to reduce information 
asymmetry and cope with misunderstandings between non co-ethnic employees and non 
co-ethnic customers. Thus, language skills may be essential to build a multicultural firm 
and maintain business partnerships with those outside of the enclave economy. 
Meanwhile, language ability is a radical skill for the performance of daily tasks.  
As discussed previously, several studies have shown that immigrant 
entrepreneurs lack language competency (e.g., Collins & Low, 2010; Lund et al., 
2006; Mora & Dávila, 2005). This may be why  a lack of language competency creates 
a barrier to communicating with others, which is part of psychic distance (Johanson & 
Wiedersheim‐Paul, 1975). Recently, international business researchers argue that 
language distance grows as a separate factor from psychic distance which influences 
business performance (Cuypers et al., 2015). If immigrant entrepreneurs have a limited 
language ability, they may restrict their businesses to ethnic markets or find it hard 
to leverage multicultural human capital resources. In this case, immigrant 
entrepreneurs should attain proficiency in second language capabilities to attain 
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better communication. To be exact, they should achieve bilingual capability. This 
seems different in the international business context where individuals may use 
English as a lingua franca (Cuypers et al., 2015; Nickerson, 2005), while in the 
immigrant entrepreneurship context immigrant entrepreneurs should have a host-
country language ability. 
Given the previous discussion, this thesis attempts to draw a framework of 
immigrant entrepreneurs’ cross-cultural capabilities (See Error! Reference source 
not found.2.1). This framework shows that immigrant entrepreneurs who are 
exposed to a second culture need two main dimensions of capabilities, which are 
made up of psychological adaption and sociocultural adaptation. The framework 
highlights that capabilities of psychological adaption may include capabilities of 
managing stress, a positive attitude, and emotion management; while capabilities of 
sociocultural adaptation may include capabilities of cultural learning and language 
skill. These capabilities are expected to be leveraged by immigrant entrepreneurs for 
better business outcomes. 
 
 
 
 
 
 
 
 
 
 
Figure 2.1 - Proposed immigrant entrepreneurs’ cross-cultural capabilities framework 
 
2.7 SUMMARY OF RESEARCH QUESTIONS  
For the most part, entrepreneurship studies emphasise culture as an explanation 
for why certain immigrants from certain national cultures are more likely to establish 
their own businesses than others or non-immigrants (Wang & Liu, 2015). The 
relative cross-cultural studies in other disciplines, such as cross-cultural adjustment 
Capabilities of psychological 
adaptation  
● Stress and coping strategy  
● Positive attitude 
● Emotion management 
 
Capabilities of sociocultural adaptation 
● Culture learning  
● Language skill 
 
 
Cross-cultural Capabilities 
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in psychology (e.g., Searle & Ward, 1990); cross-cultural adaptability (Kelley & 
Meyers, 1995), and cross-cultural competence in international business (e.g., 
Johnson et al., 2006), have focused on expatriate employees and international 
students rather than immigrant entrepreneurs. These relevant frameworks or 
constructs seem to relate more to individuals’ daily adaptation or employees’ 
adaption. However, there is limited research into specific cross-cultural capabilities 
that help immigrant entrepreneurs to build their businesses in a new culture. This 
may speak to a research void in that field, which requires a construct of cross-cultural 
capabilities for immigrant entrepreneurs. Based on the review of the literature and 
issues raised by the lack of research in immigrant entrepreneurship, the following 
overarching research question is examined in this research: 
RQ: How important are cross-cultural capabilities for Chinese immigrant 
entrepreneurs? 
In addition, a number of sub-questions were developed based on the gaps in the 
literature, as follows: 
• RQ1.  How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
• RQ2. How do cross-cultural capabilities impact on immigrant 
entrepreneurs’ entrepreneurial performance? 
• RQ3.  What are the differences between individuals and generational 
cohorts in terms of cross-cultural capabilities? 
• RQ4:   How can immigrant entrepreneurs be clustered in terms of cross-
cultural capabilities? 
2.8 CONCLUSION 
This chapter provided an extensive literature review that explored issues 
regarding immigrant entrepreneurs’ cross-cultural capabilities. As part of this review, 
several gaps in the research about immigrant entrepreneurs were identified to be 
addressed. In addition, the credibility of immigrant entrepreneurs’ cross-cultural 
capabilities was identified through the program of research in this thesis. 
Furthermore, this chapter developed a conceptual framework by incorporating 
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relevant constructs derived from the literature. The next chapter discusses the 
methodology and research design for the two qualitative studies used in this research.
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Chapter 3: Methods and Research Design 
3.1 INTRODUCTION  
The previous chapter reviewed the literature and discussed the key concepts 
relevant to the current research, including a proposed framework. This chapter 
demonstrates and justifies the research methodology used to address the research 
questions. The chapter describes the research paradigm; research design; two studies 
and their procedures, including sampling, data collection, and data analysis. The 
ethical considerations are also included in this chapter. 
3.2 QUALITATIVE RESEARCH PARADIGM  
Research paradigms are regarded as falling along a continuum ranging from 
precise design principles at one end, to evolving less structured directives at the other 
(Denzin & Lincoln, 2011). They are sets of assumptions made by researchers in 
order to examine circumstances existing in the world (Suppe, 1977). These 
assumptions provide the conceptual framework for researchers, in any science, to 
operate within (Healy & Perry, 2000). In short, paradigms depict how the research 
should be designed, implemented, and interpreted (Perry, Riege, & Brown, 1999). 
There are four categories of research paradigms: critical theory, constructivism, 
realism, and positivism (Guba & Lincoln, 1994) (See  
 
 
 
Table ). Each paradigm has three elements of psychological assumptions: 
ontology, epistemology, and methodology (Guba & Lincoln, 1994). Specifically, 
ontology is “reality”, or the researchers belief in relation to reality; epistemology is 
the relationship between that reality and the researcher and what can be gained from 
said reality; and methodology is the techniques used by the researcher to discover 
that reality (Sobh & Perry, 2006). 
The first paradigm, positivism is viewed as a philosophical position that has 
commonly prohibited qualitative research as a scientific method (Steinar, 1996). 
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Positivism assumes that research measures independent facts about a particular 
apprehensible reality, and is therefore typically used in quantitative research 
involving hypothesis generation and testing (Guba & Lincoln, 1994). This research 
explores how, if at all, Chinese immigrant entrepreneurs are using cross-cultural 
capabilities for business outcomes. The contemporary phenomenon of Chinese 
immigrant entrepreneurship has limited established principles or constructs with 
reference to cross-cultural capabilities and is therefore not of a positivist deductive 
paradigm.  
The critical theory paradigm is related to historical studies that investigate the 
transformation of social facts in human societies (Belk, 2007). Critical theory is 
considered to be an anti-positivist movement in the social sciences (Denzin & 
Lincoln, 2011). Ontology is historical realism, which states a reality can be shaped 
by social, economic, political, cultural, ethnic, and gender factors that have been 
incorporated into a series of structures that are now taken as ‘real’ (Guba & Lincoln, 
1994). This paradigm is inappropriate to this research as the researcher does not 
attempt to alter the values of the individual, such as the cultural value of Chinese 
immigrant entrepreneurs.  
Next, constructivism is linked to multiple realities that exist in people’s minds, 
and researchers need to be attached to participants so as to construct realities 
(Deshpande, 1983). Denzin and Lincoln (2011) suggested that constructivism 
realities can be understood as multiple, elusive, psychological constructs that are 
socially and experimentally based. The constructivism paradigm is largely used in 
qualitative data collection, where the researcher seeks to understand the social world 
as perceived by others (Seale, 1999). Furthermore, constructivism aims to understand 
the complex world of lived experience from the view of those who live it (Guba & 
Lincoln, 1994). This research does not fall into the constructivism paradigm, as the 
researcher is not an immigrant entrepreneur in Australia.  
Finally, realism relates to a reality that is difficult to apprehend, and thus 
researchers rely on a participant’s perception triangulated with other perceptions to 
discover a single reality (Healy & Perry, 2000). The realism paradigm emerged 
through the work of Bhaskar (1979), which uses multiple methods, such as 
interviewing and case study, as a way of capturing as much reality as possible, while 
emphasising the discovery and verification of theories (Denzin & Lincoln, 2011). 
 Chapter 3: Methods and Research Design 61 
The aim of the realism paradigm is to explore and explain a phenomenon as opposed 
to strictly confirming it (Healy & Perry, 2000), because realism can gain knowledge 
“in terms of theories, which can be more or less truth like” (Danermark, Ekstrom, & 
Jakobsen, 2001, p. 10). 
In the eyes of realism researchers, reality is classified into three levels. The 
first level is the empirical level, which is the level of actors’ experience and 
knowledge of events. The empirical level is participants’ perception of cross-cultural 
capabilities. The second level consists of the actual, events that occur whether actors 
experience them or not, which researchers cannot access all the information about 
only by interpreting what actors perceive (Blundel, 2007). In this case, participants 
may not always be aware of their capabilities in relation to culture, therefore some 
capabilities are “taken for granted” and participants may actually use them, despite 
not perceiving them as cross-cultural capabilities. The third level is the real, which 
consists of structures and causal powers (Danermark et al., 2001). The causal powers 
are transfactural, as “they exist whether or not they operate in the specific context” 
(Leca & Naccache, 2006, p. 630). To be more precise, context conditions need to be 
considered in a critical realist study.  
Realism studies typically begin with a particular question that has been guided 
by an existing theory, and aim to find the best explanation of reality through 
engagement with existing theories about that reality (Fletcher, 2016). That is, 
existing theories may or may not necessarily accurately reflect reality. In order to 
“avoid any commitment to the content of specific theories and recognise the 
conditional nature of all its results” (Bhaskar, 1979, p. 6), the existing theory 
facilitates a deeper analysis that may support, elaborate, or deny that theory to assist 
building a new and more accurate explanation of reality (Fletcher, 2016). This 
research uses cross-cultural psychology as one of the guiding theories, which mainly 
stems from research on expatriates, international immigrants, capabilities, and 
entrepreneurship, to explore Chinese immigrant entrepreneurs’ cross-cultural 
capabilities. As discussed, cross-cultural psychology may or may not accurately 
reflect the reality of immigrant entrepreneurs’ cross-cultural capabilities. In keeping 
with critical realism epistemology, the researcher understood that the proposed 
framework (See Section 2.6) was fallible, and could be updated with new constructs 
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or structures as they emerged from the data, which is explained in more detail in 
Section 3.5.5 - Data analysis.  
 
 
 
 
Table 3.1 - Overview of philosophical paradigms 
Paradigms 
Item Positivism Realism Critical theory Constructivism 
Ontology 
Naïve realism: 
Reality is real 
and 
apprehensible. 
Critical realism: 
Reality is 'real' but 
only imperfectly 
and 
probabilistically 
apprehensible and 
so triangulation 
from many sources 
is required to know 
it. 
Historical realism: 
'Virtual' reality is 
shaped by social, 
economic, ethnic, 
political, cultural and 
gender values, 
crystallised over 
time. 
Critical relativism: 
Multiple local and specific 
'constructed' realities. 
Epistemology 
Objectivist: 
Findings true 
Modified 
objectivist: 
Findings probably 
true 
Subjectivist: 
Value mediated 
findings 
Subjectivist: 
Created findings 
Methodology 
Experiments/ 
surveys:  
Verification of 
hypotheses: 
chiefly 
quantitative 
methods 
Case 
studies/Convergent 
interviewing: 
Triangulation, 
interpretation of 
research issues by 
qualitative and 
quantitative 
methods such as 
structural equation 
and modelling. 
Dialogic/dialectical: 
Researcher is a 
'transformative 
intellectual' who 
changes the social 
world within which 
participants live. 
Hermeneutical/dialectical: 
Researcher is a 'passionate 
participant' within the 
world being investigated. 
Source: Guba and Lincoln (1994) 
 
3.3 RESEARCH METHOD JUSTIFICATION  
The decision to use a qualitative research methodology over quantitative is 
determined by the requirement of the research project (Green, 1999), the research 
purpose (Sinkovics et al., 2005), the context of a particular setting, and the specific 
problem (Ahmad & Azman Ali, 2003). Two qualitative studies were carried out for 
this research, as the aim was to develop an understanding of the importance of cross-
cultural capabilities of immigrant entrepreneurs. 
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Qualitative research is naturalistic, draws on multiple methods that respect the 
humanity of participants in the study, focuses on context, is emergent and evolving, 
and is fundamentally interpretive (Marshall & Rossman, 2006). Qualitative methods 
largely contribute to theory building, meaning they can provide rich descriptions of 
real phenomena and stimulate deeper thought (Weick, 2007). As discussed in 
Chapter 2, there is a lack of systematic studies within the literature in regards to 
immigrant entrepreneurship in cross-cultural studies; thus, qualitative research is 
helpful when attempting to understand immigrant entrepreneurs’ interactions within 
a cross-cultural context. Qualitative research also delivers less issues of ambiguity, as 
qualitative studies allow an in-depth understanding of behaviour in a situation, “from 
the point of view of those being studied” (Bryman, 1988, p. 46). As the proposed 
framework of cross-cultural capabilities includes capabilities of psychological 
adaptation and sociocultural adaptation (See Section 2.6), where sociocultural 
adaptation focuses on capability of behavioural dimensions, the qualitative approach 
is appropriate to explore “how and why people behave and think the way they do” 
(Ambert, Adler, Adler, & Detzner, 1995, p. 880).  
Furthermore, there is scarcity of qualitative studies in international business 
(Birkinshaw, Brannen, & Tung, 2011; Doz, 2011), specifically in cross-cultural 
studies (Stahl & Tung, 2015). Stahl and Tung (2015) suggested more rigorous 
qualitative research should be undertaken to develop an understanding of complex 
cross-cultural processes. They called for research to “conduct rich qualitative 
research taking an emic perspective on culture”, as this approach can capture the 
uniqueness of each cultural environment and explain an individual’s actions in cross-
cultural situations (Stahl & Tung, 2015, p. 406). The emic approach is used to 
understand the phenomena and their interrelationships through the eyes of the people 
native to a particular culture (Berry, 2002).  
In addition, international immigrant entrepreneurship researchers Aliaga-Isla & 
Rialp (2013) examined 45 journal articles and suggested that qualitative research can 
provide a more nuanced understanding of the immigrant entrepreneurship 
phenomenon. They pointed out that there is a lack of qualitative studies about 
immigrant entrepreneurship, leading to a shortage of theory-building in this area 
(Aliaga-Isla & Rialp, 2013). Thus, in order to gain detailed knowledge of immigrant 
 64 Chapter 3: Methods and Research Design 
entrepreneurs’ cross-cultural capabilities, qualitative research seems a suitable 
approach to develop or build theory for immigrant entrepreneurship.  
Two qualitative studies were conducted for this thesis to enhance the quality 
and validity of the research (Hall & Rist, 1999). Study One explored the questions 
developed from the literature, with a focus on a detailed understanding of the 
immigrant entrepreneurs’ cross-cultural capabilities, its impact on business 
outcomes, and the differences between individuals. In-depth interviews were deemed 
the most appropriate for this purpose. Study Two sought to determine different 
clusters of immigrant entrepreneurs in terms of cross-cultural capabilities. Thus, a Q 
methodology was suitable, as this approach allows individuals to self-categorise on 
the subjective phenomena, such as opinions, attitudes, values, and abilities 
(McKeown & Thomas, 1988; Watts & Stenner, 2012). 
3.4 RESEARCH DESIGN  
Exploratory research is undertaken when “we do not know much about the 
situation at hand” (Sekaran, 1992, p. 95), which explains the nature of this research. 
As discussed earlier, the role of cross-cultural capabilities has been largely 
unexamined in immigrant entrepreneur studies; thus, the research design for this 
thesis is exploratory, as it aims to provide the answers to the questions proposed in 
the previous chapter. The overarching research question is:  
How important are cross-cultural capabilities for Chinese immigrant 
entrepreneurs? 
 It has four sub-questions: 
• RQ1.  How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
• RQ2. How do cross-cultural capabilities impact on immigrant 
entrepreneurs’ business outcomes?  
• RQ3.  What are the differences between individuals and generational 
cohorts in terms of cross-cultural capabilities? 
• RQ4:   How can immigrant entrepreneurs be clustered in terms of cross-
cultural capabilities? 
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Study One was conducted with the aim of developing an understanding of the 
cross-cultural capabilities of immigrant entrepreneurs, with differences between 
individuals and these cross-cultural capabilities’ impacting on business 
performances. Study Two utilised Q methodology to investigate the clusters of 
immigrant entrepreneurs in terms of cross-cultural capabilities.  
3.5 STUDY ONE 
Study One was designed to: 1) gain insight into immigrant entrepreneurs’ 
capabilities involved with culture; 2) gain an understanding of the impact of cross-
cultural capabilities on business outcomes; and 3) gain insights into the individual 
differences in cross-cultural capabilities within immigrant entrepreneur. This study 
aimed to answer the first three sub-questions: 
• RQ1.  How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
• RQ2. How do cross-cultural capabilities impact on immigrant 
entrepreneurs’ business outcomes? 
• RQ3.  What are the differences between individuals and generational 
cohorts in terms of cross-cultural capabilities? 
3.5.1 In-depth interviews  
An interview is described as “a conversation with a purpose” (Kahn & Cannell, 
1957, p. 149). Interviews are one of the most commonly recognised forms of the 
qualitative research method (Mason, 2002), as they can be used to conduct 
systematic social enquiry in academic, business, and media domains (Gubrium & 
Holstein, 2002), and in-depth interviews can provide deep, nuanced, complex, and 
rounded data, rather than broad surveys of surface patterns (Mason, 2002).  
One of the most common forms of interviewing involves individual, face-to-
face verbal interchange (Fontana & Frey, 2005), as direct responses can be obtained 
in the process of inquiry (Markham, 2004). An in-depth interview is “repeated face-
to-face encounters between the researcher and informants directed toward 
understanding [the] informants’ perspective on their lives, experience or situations as 
expressed in their own words” (Minichiello, Aroni, Timewell, & Alexander, 1990, p. 
19). That is, the interviewers’ approach considers that the participant’s views are 
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valuable (Marshall & Rossman, 2006). This is important to meet critical realist 
methodology where interviews are appropriate to discover participants’ experience 
and interpretation (empirical level). 
Interviews can be structured, unstructured, or semi-structured (Gubrium & 
Holstein, 2002). Semi-structured interviews follow some degree of a predetermined 
and standardised list of questions, but still enable flexibility in the way issues are 
addressed by the respondents (Dunn, 2005). They permit respondents to discuss their 
experiences, thoughts, and feelings, which in turns allows researchers to explore the 
meaning of participants’ opinions and thoughts (Murray & Sixsmith, 1998). Thus, in 
order to explore immigrant entrepreneurs’ perceived cross-cultural capabilities, the 
main research method of Study One was semi-structured, in-depth interviews. The 
next section explains critical incident technique as a supplementary technique for 
particular interview questions related to emotion management and managing stress.  
Critical incident technique 
Critical incident technique is a method that relies on a set of procedures to 
collect, content analyse, and classify observations of human behaviour, as this 
approach can request respondents tell a story about an experience they have had 
(Gremler, 2004).  
There are two main reasons for the use of critical incident technique. Firstly, 
the critical incident technique can offer a fruitful data set (Gabbott & Hogg, 1996), 
specifically producing details of first-hand experiences (Bitner, Booms, & Mohr, 
1994). As this research examines immigrant entrepreneurs’ cross-cultural capabilities 
that assist them to adapt to a host country, some of the experiences within the cross-
cultural transition process are useful to understand how they deal with adapted 
issues. Moreover, this research focuses on cross-cultural capabilities, where the 
capability of psychological adaptation may include emotion management (See 
Section 2.6). The emotions included are positive and negative, such negative 
emotions can be anger, sadness, shame, frustration, loneliness, and fear (Butler, Lee, 
& Gross, 2007). However, negative emotions are sensitive, and may be hard to 
identify. Accordingly, in order to avoid vague responses, the critical incident 
technique was employed to discover how immigrant entrepreneurs dealt with 
negative emotional incidents. Thus, during the in-depth interviews, respondents were 
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simply asked to recall specific events, mainly culturally emotional incidents, and 
recount their experience. 
Furthermore, critical incident technique is considered to be particularly useful 
when developing a conceptual structure (Gremler, 2004), especially when the 
research topic has been thinly documented (Grove & Fisk, 1997). Essentially, this 
exploratory technique can enrich understanding about a little-known phenomenon 
(Bitner, Booms, & Tetreault, 1990), and the critical incident technique can assist the 
researcher to generate relevant understanding, particularly related to immigrant 
entrepreneurs’ capability of emotion and stress management.  
3.5.2 Sampling 
The respondents of this study were Chinese immigrant entrepreneurs in 
Australia. The specific context of Australia was chosen because Australia has a long 
history of immigrant entrepreneurship (Collins, 2003). It dates back more than a 
century in the case of Chinese, Greek, Italian, and Lebanese immigrants (Collins, 
Gibson, Alcorso, Castles, & Tait, 1995). However, the research for Australian 
immigrant entrepreneurship seems to be empirical rather than theoretical, and 
compared with the amount of research in the United States’ about immigrant 
entrepreneurs, studies of Australian immigrant entrepreneurs are still limited (Aliaga-
Isla & Rialp, 2013).  
This research focuses on Chinese immigrant entrepreneurs for several reasons. 
Firstly, among the migrant groups in Australia, the number of residents born in China 
has doubled in the past ten years (Australian Bureau of Statistics, 2016). The 
relatively rapid growing migrant population means Chinese immigrants could 
provide a useful focus for studying immigrant entrepreneurship. Secondly, compared 
with other immigrants, Chinese-born migrants are much more likely to start up their 
own businesses, as owning a business is a symbol of being successful in traditional 
Chinese culture (Schneiders & Butt, 2013; Tan, 2008). To some extent, the large 
population may give plentiful resources to collect data. Last but not least, with larger 
psychic distance than other immigrants from Anglo countries, Chinese immigrant 
entrepreneurs may need cross-cultural capabilities more than Western immigrants in 
Australia. Psychic distance refers to the “sum of factors preventing the flow of 
information from and to the market” (Johanson & Vahlne, 1977, p. 24). With larger 
psychic distance (China to Australia), this research may effectively explore cross-
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cultural capabilities. Thus, the first study used a purposive sampling strategy (Patton, 
1990). 
The researcher approached the respondents through snowballing within several 
Chinese entrepreneur and business associations in Australia (such as Australia China 
Entrepreneurs Club, Australia-China Chamber of CEO, Australia China Business 
Council and Sunnybank Chamber of Commerce) and personal contacts. The 
approach to personal contacts was suitable and necessary because under the Chinese 
Confucian culture, the approach of personal contacts has been acknowledged as a 
way to gather quality information that respondents may not be willing to share with 
unfamiliar investigators (Chuang, Hsu, Wang, & Judge, 2015; Tsang, 1998b). In 
order to achieve rich data, personal or business contacts were used to identify 
possible participants. 
The ideal sample size for this study was 30 (15 male and 15 female). People 
who had “directly experienced the phenomenon of interest” were chosen (Patton, 
1990, p. 104), that includes 1) Chinese immigrant entrepreneurs, (as discussed in 
Section 2.3), 2) who were born in China, 3) migrated to Australia, 4) had established 
a business in the last ten years in Australia, and 5) perceived their business outcomes 
to be successful. As discussed in Chapter 2, this research pays attention to gender 
differences, thus, this research included an equal number of female and male 
respondents. 
The interviews in this study had strict respondent criteria. Specifically, this 
research selected only entrepreneurs, rather than people who purchased a business 
for migration. For example, one interview was stopped when the researcher 
discovered that the interviewee was not an entrepreneur “who establishes and 
manages a business for the principal purposes of profit and growth” (Carland et al., 
1984, p. 358). In order to improve the quality of respondents for this research, a 
screening process was used to evaluate whether respondents were suitable for the 
research. Further information on the screening is provided in Table 3.2. A total of 30 
interviews (15 females and 15 males) were undertaken, and these ceased when the 
researcher reached data saturation. These interviews were undertaken in the main 
cities of Australia. Participant characteristics is provided in Appendix A. 
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Table 3.2 - Screening of participants 
Standards Required 
 The respondent should be born in mainland China. √ 
 The respondent should have migrated to Australia. √ 
 The respondent should have established a business in Australia. √ 
 The respondent should own this business. √ 
 The respondent should manage this business. √ 
 The respondent’s business should not be franchised. √ 
 
3.5.3 Data collection  
Only face-to-face, in-depth interviews were carried out for Study One, as face-
to-face interviews offer a situation for participants to discuss their experiences and 
opinions truthfully and allow the researcher to uncover participants’ deep feelings 
and personal experiences (Stokes & Bergin, 2006). Most interviews were conducted 
in their private offices, to ensure confidentiality and comfortableness to discuss their 
experience. Secondary data sources were also willingly provided by many 
participants during the interviews, and these included company websites, media 
articles, publications (such as autobiography), product catalogues, social media 
activity (including WeChat, Instagram, Facebook, and Snapchat), on-site company 
tours, business events (such as meetings), and social events (such as birthday 
celebration).  
Considering the degree of potential respondents’ English capability and their 
language preference, the interview guide was first established in English and then 
translated into Chinese by the researcher. It was then translated back into English by 
a Chinese bilingual expert to confirm the translation, and minor amendments were 
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made. The interview guide for the two versions is provided in Appendix B. 
Respondents could choose which language they preferred to use in the interviews. 
In order to ensure the clarity of the interview questions, pilot interviews were 
conducted with three Chinese immigrant entrepreneurs from Brisbane, Gold Coast, 
and Ipswich to test the effectiveness of the interview questions and responses 
(Stebbins, 2001). An entrepreneur in real estate pointed out that one question about 
employee size in the demographic questions was unclear, and therefore this was 
replaced with a new question: “How many employees are there in your business?” 
An entrepreneur from international trade suggested the questions related to resilience 
were unclear; thus, more probing questions regarding resilience were added.  
It is notable that the researcher and supervisors met frequently during the data 
collection period to discuss recently conducted interviews, and tweaked the interview 
questions when necessary to design the follow-up interviews. The interview data 
collection continued for seven weeks and ceased when the researcher found evidence 
of theoretical saturation (Bowen, 2008). 
3.5.4 Interview protocol 
The interview protocol included four steps. In the first part of the interview 
protocol, “small talk” was interplayed between respondents and the researcher. The 
researcher firstly introduced her background, research topic, aim, and PhD study. 
Some respondents displayed great interest in the research and doctoral study. They 
continued to ask the reasons for studying a PhD and the research implications in 
order to know more about this research. The researcher patiently answered every 
question in order to establish a relationship with the respondents. Before beginning 
the interviews, the purpose of this research was introduced again for participants and 
they were asked to give their consent by signing the form approved by the QUT 
Research Ethic Department (Appendix C). Respondents were also asked to fill in the 
demographic questions form (Appendix D) to support further analysis and to 
describe the sample.  
In the second part of the interview protocol, the semi-structured interviews first 
gained a general picture of the home culture and host culture and allowed 
interviewees to bring up differences and similarities between the two cultures that 
were personally very meaningful. The initial questions were:  
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• “Are you familiar with the Australian culture?”,  
• “What are your perceptions of Australian culture?”,  
• “What do you think are the differences between Chinese culture and 
Australian culture?”,  
• “Do you think your Chinese culture influences the way you do business 
in Australia?”,  
• “Do you identify as an Australian or as Chinese?”.  
Once equipped with their answers to these questions, the researcher grasped 
several aspects of the respondents’ perceptions of the differences between Chinese 
and Australian cultures. 
In the third part of the interview protocol, interviewees were asked open-ended 
questions about the five main cross-cultural capabilities (See Section 2.6): stress and 
coping, positive attitude, emotion management, culture learning, and language 
proficiency. The ordering of the questions was changed depending on the flow of the 
conversation and skipped questions were returned to when the conversation allowed 
for it. A critical incident technique (Gremler, 2004; Gremler & Gwinner, 2008) was 
applied to the questions, specifically about emotion management: “Could you think 
of an extremely emotional incident that occurred while you were dealing with 
different cultures in your business? Please describe what happened during this 
incident”. If the respondents reported they had emotional incidents relating to 
cultural differences, the researcher encouraged these respondents to identify as many 
incidents as possible by asking, “Could you share another incident with me?” In 
addition, clarifying questions were asked throughout the interview if a topic was not 
spoken clearly. 
In the final part of the interview protocol, a question “As an immigrant 
entrepreneur, what does cross-cultural capabilities mean to you?”, was used in an 
aim to provide a holistic map of cross-cultural capabilities (Russell, 1999), mainly 
for Q set development, which is discussed in Section 3.6. This question was 
employed to help the researcher to further label the themes, as it could then lead to a 
further probing of the topic if the answer was not clear, such as: “Could you 
elaborate on what you mean by this perspective?”, or “Could you provide more 
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information on what you mean by this capability?”. All of the interview questions are 
shown in Appendix B. 
Interviews lasted an average of one hour, with a range of 30 minutes to three 
hours. The interviews were recorded with the participants’ permission and 
transcribed into a Word document for the data analysis, which is explained in the 
following section. All 30 interviews were transcribed by one professional transcriber 
and the lead researcher. Some participants were contacted after the interviews to 
ensure accuracy in the interpretation of quotes. Some participants were also willing 
to provide secondary data sources, such as photographs, samples of products, 
biographies, and tours. All of these data were used to identify the dominant themes 
of cross-cultural capabilities. 
3.5.5 Data analysis   
Basit (2003) described qualitative data analysis as difficult, because it involves 
“working with data, organising it, breaking it into manageable units, synthesising it, 
searching for patterns, discovering what is important and what is to be learned, and 
deciding what you will tell others” (as cited in Bogdan & Biklen, 1982, p. 145). The 
analysis permits findings to be drawn from the significant themes teased from the 
data without the limitations of more structured methodologies (Thomas, 2006). The 
primary aim of Study One was to generate deep understanding of immigrant 
entrepreneurs’ cross-cultural capabilities.  
All 30 interviews were transcribed, with 24 interviews transcribed in their 
original language, Chinese. The twenty-four Chinese transcripts were 363 pages with 
single-spaced text, including 333,970 Chinese characters, while the six English 
transcripts were 69 pages with single-spaced text, including 38,637 English words. 
After the analysis, the codes used to symbolise emergent themes were translated into 
English by the researcher. The back translation method was conducted to meet the 
translation equivalence, as recommended by Brislin (1970) in cross-cultural studies. 
Two bilinguals who were fluent in using Chinese and English were involved in this 
process. No serious inconsistencies were found between them, with only a few minor 
changes made.  
Data analysis was used to identify the theoretical categories, including themes, 
sub-themes, and first-order codes, which was followed the conventions outlined by 
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Gioia, Corley, & Hamilton (2013). Initially, the analysis was a “close reading of 
text” (Thomas, 2006), which first followed inductive theorising approaches 
(Kincheloe & McLaren, 2005; Miles & Huberman, 1985) to identify initial 
categories or first-order codes. This process involved a form line-by-line thematic 
analysis, which was data driven (Strauss & Corbin, 1998). This ensured the coded 
information was relevant for the study. As the analysis began to reveal first-order 
codes, the researcher used NVivo 11 (Bazeley & Jackson, 2013) to organise and 
analyse the data, which labelled the segments of text in NVivo 11 and assigned that 
text to a specific node that was made by exploring what was coded (Sinkovics et al., 
2005). The researcher met with supervisors frequently to discuss these nodes (first-
order codes) and compare them with the transcripts until reaching consensus. To 
ensure the rigor of the coding, twice coding of the data was conducted in the 
Microsoft Word format. Some codes were refined as the researcher reassessed the 
data, moving between the interview data and literature, some codes were combined 
into more meaningful codes and irrelevant categories were removed. Codes were 
then used for the next stage of thematic analysis.  
The data analysis then moved from a “close reading of text” to creating 
categories (Thomas, 2006). In keeping with critical realism ontology, this step was to 
combine these first-order codes into meaningful sub-themes and themes that were re-
described using theoretical concepts through the process of abduction (Danermark et 
al., 2001). First-order codes that were most relevant and included in the initial 
framework were placed into sub-themes and themes. Codes that were discovered 
from the data set but not discovered from the literature review were implemented, 
such as codes about bicultural flexibility. Codes that were identified from the 
literature, but not discovered in the data set were removed, such as codes about 
resilience. This process was also undertaken through frequent discussion with 
supervisors. Microsoft Word documents were also utilised to copy the emerging 
categories. To ensure the credibility of the data, both secondary data and observation 
notes were also carefully managed in NVivo 11. The researcher tested interpretation 
by reviewing all of the data again, focusing on confirming and disconfirming 
evidence (Miles & Huberman, 1994; Sonenshein, 2014). The NVivo node system-
browser was used to reduce overlapping and redundant categories. Some categories 
were combined under a superordinate category when the researcher found the 
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meanings were similar. The first-order codes, sub-themes, and themes consisting of 
the overarching data structure are presented in Section 4.1. Study Two commenced 
after completion of the Study One data analysis. 
3.6 STUDY TWO 
Study Two was designed to investigate the clusters of immigrant entrepreneurs 
in terms of cross-cultural capabilities to elicit a better understanding of the cluster 
groups within immigrant entrepreneurship. This study aimed to answer the final sub-
research question: 
RQ4: How can immigrant entrepreneurs be clustered in terms of cross-cultural 
capabilities? 
3.6.1 Overview of Q methodology 
Q methodology was first introduced by psychologist William Stephenson 
(1953). The goal of Q method is to offer participants the opportunity to display their 
opinions on a topic not hypothesised by the researcher (Stainton Rogers, 1995). In 
essence, Q methodology is distinguished from traditional statistical techniques 
(known as R methodology), because Q methodology focuses on the subjective and 
first-person viewpoint of its participants (Watts & Stenner, 2005b). To be exact, the 
method applies a by-person factor analysis with the purpose of identifying groups of 
participants who make sense of a pool of items (Q sort) in comparable ways (Watts 
& Stenner, 2005a). This is because Q methodology employs the “person as its 
variables… in which traits, tests, abilities, and so on, are treated as the sample or 
population” (Watts & Stenner, 2012, p. 12).  
Essentially, Q methodology presumes that subjectivity has a measurable 
structure and the belief that the respondent gives meaning to the statements by 
sorting them is vital to Q methodology. Indeed, it is the individuals in a Q study who 
do the measuring rather than being measured themselves. Furthermore, Stainton-
Rogers (1995) stated that it is not “the constructors - the participants - who are the 
focus of the approach but the constructions themselves” (p. 180). Thus, Q 
methodology can assist in identifying to what extent particular views might be shared 
by others, and provide a ranking in a way that is both constructed and interpretable 
by the researcher (Watts & Stenner, 2005b, 2012). 
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Essentially, Q methodology is a technique that integrates the benefits of both 
qualitative and quantitative research (Ramlo, 2016). This is accomplished by asking 
respondents to share their referral to a single object or subject matter through a self-
referencing procedure where the researcher uses software to conduct factor analysis 
and consequently interprets it in order to recognise shared subjective viewpoints 
among participants (Davis & Michelle, 2011; Ramlo, 2016). The essence of a self-
referencing procedure is that respondents are asked to rank items according to their 
degree of agreement or preference according to instructions established in the 
research design (Phelan, 2014). An individual’s viewpoints cannot be right or wrong, 
like a scale response (Ramlo, 2016). Thus, with no outside standard for an 
individual’s own point of view, validity is of no concern in Q methodology (Brown, 
1980; Ramlo, 2016). 
More specifically, a Q sort is a gathering of statements, or any other type of 
item, which are arranged by the participants according to a subjective dimension 
such as “mostly agree” versus “mostly disagree” (van Hooft, Dwarswaard, Jedeloo, 
Bal, & van Staa, 2015; Watts & Stenner, 2012). These items can be produced from a 
number of sources, such as existing literature, photographs, texts from magazines, 
informal discussions, pilot studies, and formal interviews (Watts & Stenner, 2005a).  
After respondents carry out Q sorts, these Q sorts are then subjected to a by-
person factor analysis using dedicated Q methodology software. Factor analysis is 
completed to group together participants who have sorted the Q set in a similar way 
(Dziopa & Ahern, 2011). This analysis demands the researcher identify shared 
viewpoints based on an interpretation of the emergent factors (McKeown & Thomas, 
1988; Van Exel & De Graaf, 2005; Watts & Stenner, 2005a, 2012). Thus, the 
interpretation is often supported by additional qualitative data, for example, 
demographics (Gallagher & Porock, 2010; Phelan, 2014). In essence, Q methodology 
is considered a quantitative data-driven approach in the eyes of qualitative 
researchers (Davis & Michelle, 2011). 
Q methodology is regarded as an abductive technique and is different from 
deduction and induction (Davis & Michelle, 2011; Watts & Stenner, 2012). The 
abductive technique highlights moving back and forth rather than moving from 
theory to data (deduction), or data to theory (induction) (Saunders, Lewis, & 
Thornhill, 2012), which is congenial to critical realism (Davis & Michelle, 2011; 
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Goldman, 1999). The aim of abduction is not only to search for a description of a 
phenomenon but also to recognise themes and generate new insights. Thus, abductive 
logic is appropriate in interpretation.  
3.6.2 Justification of Q methodology  
Using Q methodology in Study Two was based on this method’s capacity to 
systematically explore a variety of viewpoints about an issue and to identify key 
areas that overlap or differ (Watts & Stenner, 2005b). As this method is an 
exploratory technique, there is a chance to discover “highly complex and socially 
contested concepts and subject matters from the point of view of the group of 
participants involved” (Watts & Stenner, 2005a, p. 70).  
Applying Q methodology to a study of entrepreneurs with different capabilities 
was further justified by the need to address ways to theorise and the practical 
implications (Chang, 2012). There was a need, therefore, to gain rich understanding 
of how immigrant entrepreneurs dealt with cross-cultural contexts, and to address 
relative cross-cultural training and policies. Furthermore, Q methodology not only 
allows a qualitative investigation of an individual’s lived experiences, but also 
produces a way to quantitatively examine these subjective opinions at a collective 
level to provide insights into their shared meanings (Barry & Proops, 2000). Thus, 
through the in-depth interviews of Study One, Study Two obtained the qualitative 
components of cross-cultural capabilities with the help of immigrant entrepreneurs 
performing Q technique quantitative research.  
Q methodology has yet to become established as a research approach in 
business and management (Phelan, 2014). Two recent studies have demonstrated that 
it is promising. For example, Q methodology combined with questionnaires were 
used to explore the dynamic capabilities required for information technology 
entrepreneurs in Taiwan facing globalised challenges (Chang, 2012). More recently, 
Q methodology has been employed to develop a taxonomy for farmers to develop an 
understanding of entrepreneurial skill and competency (Phelan, 2014, 2015). Q 
methodology has also been expanded from psychology to some social sciences, such 
as tourism (e.g., Fairweather & Swaffield, 2002), nursing (e.g., van Hooft et al., 
2015), and marketing (e.g., Andrews, Drennan, & Russell-Bennett, 2012). For 
instance, consumers’ subjective perceptions of the value they gained from the 
everyday experiential consumption of mobile phones, and how mobile marketing can 
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enhance these value perceptions that are shared at a collective level (Andrews et al., 
2012). These studies exhibit the importance of Q method, which can examine 
specific phenomenon where capturing and clustering individuals’ subjectivity on 
traits, and abilities (Watts & Stenner, 2012).   
3.6.3 Implementing a Q methodology study  
After introducing Q methodology with its underpinning framework and 
justification, it is now necessary to display the six stages (See Table 3.3) in applying 
Q methodology to Study Two. These six stages included: 1) establishing the 
concourse; 2) developing the Q set; 3) selecting the P set; 4) implementing Q sorting; 
5) statistical analysis; and 6) factor interpretation and presenting. Table 3.3 is 
adapted from Andrews, Drennan, and Russell-Bennett (2012). Each stage is 
elaborated upon in the following discussion, with additional support from Davis and 
Michelle (2011).  
 
Table 3.3 - Stages in a Q methodology study 
Stages Terminology in Q methodology 
Stage 1: Establishing the concourse 
A concourse involves the collection of a wide range of views 
on the topic under investigation. The initial concourse may 
include hundreds of statements.  
Stage 2: Developing the Q set 
A Q set (also known as a Q sample), begins with the 
development of the concourse but must be reduced to a 
manageable set of statements for the respondent to sort. It 
includes both structured and unstructured sampling strategies.  
Stage 3: Selecting the P set 
A P set is a group of participants who implement the Q sort. It 
often uses purposive sampling. Large numbers of participants 
are not required in Q methodology; 40 to 60 participants are 
more than satisfactory.  
Stage 4: Implementing Q sorting 
Q sorting is known as the ranking procedure of the Q-set. It 
involves participants ranking the Q set items with regard to 
how much they agree or disagree.  
Stage 5: Statistical analysis 
Analysis uses statistical software, which begins by obtaining a 
varimax-rotated Q principal component to identify how the 
subjective opinions are grouped into factors; the factor arrays 
are then produced to display the relevant statements relating to 
each of the clusters identified.
Stage 6: Factor interpretation and 
presenting  
Interpretation can be accomplished by directly comparing and 
contrasting the rankings of the Q set items (high positive or 
high negative factor scores) in factor arrays.  
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Establishing the concourse 
In Q methodology, the concourse is the discourse about a specific topic 
(Brown, 1993). A concourse is not limited to words, it can also be produced from a 
variety of sources, including interviews, observation, newspapers, audio and 
videotapes, visual art, and scientific literature (Van Exel & De Graaf, 2005; Watts & 
Stenner, 2012). Therefore, the level of discourse dictates the sophistication of the 
concourse (Brown, 1993). Watts and Stenner (2012) stated that “the concourse is to 
[the] Q set what population is to [the] person sample (P set)” (p. 34). To be precise, 
the concourse may not become clear until it is guided by a specific research question 
in a particular context.  
Interviewing people and recording what people say is regarded as one of the 
most typical ways to develop the concourse of interest (Brown, 1993). For the 
purpose of this research, the concourse (See Appendix E) was produced from the in-
depth interviews of Study One. This is because the interviews were used to allow 
participants to describe and clarify the structures and meanings of their lived world 
through their conscious experience of that world (Leitch, Hill, & Harrison, 2009). To 
be exact, by asking “As an immigrant entrepreneur, what do cross-cultural 
capabilities mean to you?” in the interviews, participants could express their opinions 
concerning the required components of an aspect of cross-cultural capabilities; thus, 
the researcher could acquire a wide variation of statements of such capabilities. 
Initially, eighty one statements were extracted from the  interviews to form the 
“population of statements” (Brown, 1980, p. 190). Furthermore, subsequent 
refinements of the concourse were reduced to a more manageable set, the discussion 
of which now follows (See Figure 3.1).  
Developing the Q-set 
The researcher develops the Q set after the concourse is compiled. The Q set is 
the gathering of heterogeneous and representative items that the participants 
categorise (Watts & Stenner, 2005a). The Q set should be practical, which means the 
concourse must be reduced to a more manageable number for the sorting task (Watts 
& Stenner, 2012). Furthermore, the initial 81 statements in the concourse for this 
study were exposed to inter-rater reliability tests with two other researchers to 
identify the extent to which each could be classified accurately. The reliability of 
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classification was around 75% - 80% agreement. Thus, reduction was considered to 
be required.  
 
Figure 3.1 - From interview, to concourse, to Q-set 
Typically, a Q set of between 40 and 80 statements is considered satisfactory 
(Stainton Rogers, 1995; Watts & Stenner, 2012). Any less than 40 can cause the 
problem of lacking adequate coverage, and any Q set that is more than 80 can 
become unnecessarily unwieldy when it comes to the sorting process (Watts & 
Stenner, 2005a). Furthermore, Brown (1996) stated that all Q sets should have 
minimal structuring in terms of positive and negative statements. The structured Q 
set is purposefully chosen according to categories and it offers clarity and 
representativeness of the concourse and overcomes bias and preference (McKeown 
& Thomas, 1988). In this regard, this study used a structured Q set with statements 
selected from cross-cultural capability of psychological and cross-cultural capability 
of sociocultural adaptation. Specifically, it mainly included aspects of emotion, 
attitude, learning, language, and bicultural. Thus, the final list of 50 statements (See 
Appendix F) had 100% agreement by the raters, and best reflected the variation in 
the participants’ opinions of cross-cultural capabilities (See Figure 3.1).  
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Selecting the P set 
The participants who implement the Q sort are referred to as the P set. Within 
Q methodology, the participants are the variables and the items being sorted are the 
cases (Stephenson, 1953; Watts & Stenner, 2012). This makes Q methodology 
different from the traditional R-methodology. In essence, participants in the Q 
methodology are not subjects, where responses can be generalised to a wider 
population (Phelan, 2014). That is, large numbers of participants are not essential for 
a good Q methodology study, a relatively small P set can produce interesting results 
(Watts & Stenner, 2012).  
Researchers have argued that the most effective Q methodology study is 
probably when the participant group includes between 40 and 60 individuals 
(Stainton Rogers, 1995). The importance of retaining a small sample is that the 
resulting factors from the Q sort have at least five people defining each one, and 
having additional subjects to make up a larger sample adds very little to the factors 
(Brown, 1980). However, this is controversial, as several scholars (Stenner et al., 
2015; Watts & Stenner, 2012) have suggested that two people can define a factor if it 
is meaningful. A new sample, which was a P set of 40, including 20 females and 20 
males was collected to undertake the Q sorts for Study Two. A purposive sampling 
technique was applied to guarantee the heterogeneousness of the sample. 
As Q methodology is not aimed at identifying the worldview of participants 
within the sample, but rather to identify and describe the viewpoints or experiences 
that are more broadly available in the wider population (Watts & Stenner, 2012), it is 
preferable to recruit a P set that may hold a variety and range of opinions. For this 
reason, the researcher approached the respondents through snowballing, which was 
similar to Study One, by contacting Chinese entrepreneur associations in Australia. 
The participants were drawn from individuals who had “directly experienced the 
phenomenon of interest” (Patton, 1990, p. 104), that included 1) Chinese immigrant 
entrepreneurs, 2) who were born in China, 3) migrated to Australia, and 4) 
established a business in the last 10 years in Australia, and 5) perceived their 
business outcomes as successful.  
Implementing Q-sorting 
Having presented concourse, Q-sort, and P set, respondents were ready to start 
the ranking procedure. The procedure required the respondents to sort statements into 
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a forced quasi-normal distribution (Watts & Stenner, 2012). Instructions and 
scorecards were designed in preparation for the Q sort. Figure 3.2 demonstrates the 
distribution of the scorecard. The distribution can be established steeper (allow space 
for stronger agreement and disagreement) or flatter (remove room for ambiguity and 
indecisiveness in the middle of the distribution). In essence, the kurtosis of the 
distribution is determined by the extent of controversiality of the topic (Van Exel & 
De Graaf, 2005). However, Brown (1980) indicated that using different ranges and 
distributions has no major effect on the final results. Therefore, respondents were 
required to rank 50 statements by placing them on a 7 point Likert-type scale ranging 
from -3 strongly disagree (left) to +3 strongly agree (right) with a 0 point of neither 
agree or disagree. There were 19 positive, 19 negative, and 12 neutral statements to 
follow the rule of balance. 
(Strongly disagree)    (Strongly agree)
-3 -2 -1 0 +1 +2 +3 
       
       
       
       
       
       
       
       
       
       
       
       
Figure 3.2 - Scorecard for Study Two 
 
All 40 participants were required to sort the statements according to a quasi-
normal distribution (See Figure 3.2). This approach can assist participants to 
compare the ranking of the statements relative to the other statements (McKeown & 
Thomas, 1988). Participants capture their subjective points of view by rank ordering 
the Q sort statements (Brown, 1980). The statements are thus ranked according to 
participants “psychological significance” (McKeown & Thomas, 1988; Watts & 
Stenner, 2005a). The statements of great psychological significance are ranked high, 
while those of little significance are ranked low. 
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Pilot studies were run with three Chinese immigrant entrepreneurs in Brisbane 
to test the content readability of the statements. One entrepreneur reported some 
statements were somewhat unclear, so these statements were edited for readability. 
One entrepreneur expected it to be a questionnaire method. Hence, the researcher 
stressed the differences between a Q sort and questionnaires, which highlighted the 
number of statements that can be placed in each column. 
Initially, the Q sort was aimed to be collected via email or mail. Each potential 
participant received one pack of the statements with instructions, demographic 
questions (Appendix G), and the ethics approval form from the Queensland 
University of Technology (Appendix H). However, the response rate was low. One 
of the reasons is that some respondents reported it was somewhat complicated to 
understand the instructions. Thus, more detailed instructions were provided 
(Appendix I). In addition, participants were advised to use a two-step process to sort 
the statements. The first step was to read through all of the statements to get an 
impression of all of the opinions and sort statements by dividing them into three 
piles: agree, disagree, and neutral. The second step was to sort the statements within 
the ranges of the scorecard (See Figure 3.2). The response rate increased and all of 
the Q sorts were collected via email within three months.  
In order to identify respondents who were immigrant entrepreneurs, pre-Q sort 
screening questions were asked via email or mail to ensure that all participants in this 
study met the rigorous definition of entrepreneur who established a business. Finally, 
a total of 40 responses (20 females and 20 males) were collected. Respondents were 
from three main locations: Sydney, Melbourne, and Brisbane. One respondent 
arrived in Australia between the ages of 6 and 12, five respondents arrived in their 
adolescent years, between the ages of 13 and 17, and thirty-four respondents arrived 
after the age of 18. They represented a diverse range of industries, including real 
estate, accountancy retail, service, international trade, and finance.  
Statistical analysis, factor interpretation and presenting 
Following data collection, the rank-ordered scores were entered into an 
appropriate program for analysis. The software PQ method version 2.35 developed 
by Schmolck (2014) was used for data analysis, as this is a user-friendly DOS 
program and is a free download from http://schmolck.userweb.mwn.de/qmethod/. 
This software can also check for any duplication or missing statement numbers 
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(Akhtar-Danesh, Baumann, & Cordingley, 2008), which seemed appropriate for 
analysis of Study Two.  
A principal component analysis was then utilised to extract factors and a 
varimax rotated Q principal components analysis was run for each Q set. A varimax 
rotation has several advantages. Firstly, this approach is considered to be a desirable 
choice if the research uses an inductive analytic strategy (Watts & Stenner, 2012), 
because this technique is always going to be dependent “on the nature of the data and 
upon the aims of the researcher” (Brown, 1980, p. 238). Moreover, the varimax 
procedure is capable of disclosing the range of viewpoints that are favoured by 
participant groups. That is, “varimax is an excellent means of revealing a subject 
matter from viewpoints that almost everybody might recognize and consider to be of 
importance” (Watts & Stenner, 2012, p. 126). A total of 40 Q sets were used in the 
varimax rotation.  
As Q methodology uses a by-person correlation and factor analytic process 
(Dziopa & Ahern, 2011), the next step is to decide which factors should be chosen 
for interpretation. One standard requirement is to select only those factors with an 
eigenvalue in excess of 1.00. Initially, 11 factors were identified with an eigenvalue 
in excess of 1.0, ranging from 11.95 to 1.44. The other standard requirement was 
then considered, which was that an interpretable factor must generally have at least 
two Q sorts that load significantly upon it alone (Brown, 1980; Watts & Stenner, 
2005a). Furthermore, the Q sorts should be excluded from the weighted averaging 
procedure if they load significantly on two or more factors, as they are cross-loading 
(Watts & Stenner, 2005a). The interpretation of Study Two is provided in Chapter 5.  
3.7 RELIABILITY AND VALIDITY 
The quality of research and how to build trustworthiness is qualitative rigor. 
Qualitative rigor contains four factors: credibility, transferability/applicability, 
consistency/dependability, and confirmability (Lincoln & Guba, 1985; Thomas & 
Magilvy, 2011).  
Credibility is similar to internal validity in quantitative research (Thomas & 
Magilvy, 2011). In qualitative research, reliability is regarded as stability (Guba & 
Lincoln, 1994), in accordance to correctness and accuracy of existing findings 
(Lincoln & Guba, 1985). Credibility can be achieved through the checking of the 
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representativeness of the data through the review process of the transcripts (Thomas 
& Magilvy, 2011). For example, Study One followed the back translation method 
suggested by Brislin (1970) to ensure the credibility of the translation of the 
transcripts. The English translations were back translated to Chinese by a bilingual 
expert and another bilingual expert checked the original Chinese transcripts and 
back-translated to English. This research also attempted to establish credible results 
through discussions with two experts in qualitative research to review the coding 
process. Multiple transcripts also added strength to the credibility of the study. 
Furthermore, some participants of Study One were approached to triangulate the data 
through clarifying comments and to check accuracy in understanding of quotes and 
themes. Additionally, this research attempted to create credible results through a 
systematic analysis of the data (Miles & Huberman, 1984). Specifically, the 
researcher was able to analyse the data by using software NVivo (Bazeley & 
Jackson, 2013). Skill in using NVivo was developed by attending several workshops 
and training courses. With regards to Study Two Q-methodology, there was no 
external standard for assessing individual’s answers, as the Q-sort process is 
subjective and represents an individual’s point of view (Brown, 1980). Specifically, 
each respondent’s set of rank-ordered statements is considered valid (Akhtar-Danesh 
et al., 2008).  
Transferability is equivalent to external validity in qualitative research (Lincoln 
& Guba, 1985), and refers to “the generalisability of inquiry” (Tobin & Begley, 
2004, p. 392). As discussed in the previous section, Q methodology is not 
appropriate for a large participant sample (Watts & Stenner, 2005a), and thus the 
results may not be generalisable (Amin, 2000). However, it is essential to 
acknowledge that transferability in qualitative research highlights the analytical 
generalisability of research findings (Liamputtong, 2009). In addition, one solution to 
transferability is to provide a solid description of the data source of the population 
studied by providing descriptions of demographics and geographic boundaries of the 
study (Thomas & Magilvy, 2011). To establish transferability in this research, the 
criteria of the sample recruitment of the two studies was discussed in Sections 3.5.3 
and 3.6.3.  
Consistency or dependability is similar to reliability in quantitative terms 
(Thomas & Magilvy, 2011). Consistency or dependability reflect the stability and 
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consistency of the measure, research process, procedures, and methodological 
techniques applied and replicability of results (Lincoln & Guba, 1985; Yin, 2009). 
Consistency or dependability can be attained through a detailed description of the 
methodology section that demonstrates the purpose of the study, how participants 
were employed, how the data was collected and how long the data collection lasted, 
how the data was transformed for analysis, a comprehensive discussion of the 
findings, and the particular techniques utilised for credibility (Hennink, Hutter, & 
Bailey, 2010; Thomas & Magilvy, 2011).  
Confirmability is similar to objectivity in quantitative terms. This component is 
the last factor of qualitative rigor that is achieved once credibility, transferability, and 
consistency occur (Thomas & Magilvy, 2011). Confirmability requires the research 
to be reflective, and open to the unfolding results, which requires the researcher to be 
self-critical (Miles, Huberman, & Saldana, 2013). The research is confirmable when 
the researcher makes a mindful effort to follow, rather than lead, the direction of the 
interviews by asking the participants for clarification of definitions. For example, in 
Study One, using in-depth interviews, a tone of advocated neutrality was used 
throughout the entire study to minimise any social desirability bias in the respondents 
(Kahn & Cannell, 1957; Powell & Baker, 2014). Consequently, this research 
followed these four components of qualitative rigor.  
3.8 ETHICAL CONSIDERATIONS  
Ethical issues are an important factor in any research, but especially in 
qualitative research, as researchers and participants have close interaction and 
relationships during the data collection. The goal of ethics in research is to prevent 
participants from harmful consequences from the research activity (Emory, 1985). 
Thus, the researcher takes these ethical responsibility seriously (Liamputtong, 2009). 
One of the important considerations in this research is confidentiality 
(Liamputtong, 2009; Patton, 1990) and confidentiality may be more important to 
some groups who are marginalised in society (Isreal & Hay, 2006). That is, unethical 
behaviour can harm minority groups, and in some research participants’ private 
worlds are disclosed. In this research, all efforts were used to ensure anonymity and 
confidentiality. The other major consideration includes coercion and misleading 
conduct by the researcher (Sekaran, 2006). Therefore, participants of this study took 
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part in the research on a voluntary basis and were not forced to do so. Furthermore, 
twisting the study or misinterpreting facts about the research was avoided in this 
research project, (Sekaran, 2006). Hence, this research followed strict ethical 
guidelines established by the Queensland University of Technology. Consequently, 
ethical clearances were granted by the university Human Research Ethics Committee 
to proceed with the two studies. 
3.9 CONCLUSION 
This chapter presented the research design and methods in the two studies that 
were conducted in this thesis. This chapter began with a discussion of the ontological 
and epistemological approaches that were applied and then discussed the research 
design, methodological fit, the sample, data collection, and analysis for Study One 
and Study Two. Qualitative rigor was illustrated, which included four considerations: 
credibility, transferability/applicability, consistency/dependability, and 
confirmability. Ethical considerations for this research were also addressed. The 
findings and discussion of the data collected from Study One are provided in Chapter 
4. 
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Chapter 4: Findings and Discussion of 
Study One 
4.1 INTRODUCTION  
As discussed in Chapter 3, in-depth interviews were chosen as the most 
appropriate primary research method for Study One. The objectives of Study One 
were: 1) to gain insights into immigrant entrepreneurs’ capabilities involved with 
culture; 2) to gain insights into the differences in cross-cultural capabilities within 
immigrant entrepreneur groups, and 3) to gain an understanding of the impact of 
cross-cultural capabilities on performance. These areas were identified in the 
literature review as gaps in immigrant entrepreneurship and cross-cultural 
capabilities knowledge, signposted by the following three sub-research questions to 
be answered by this study. 
• RQ1.  How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
• RQ2. How do cross-cultural capabilities impact on immigrant 
entrepreneurs’ business outcomes? 
• RQ3.  What are the differences between individuals and generational 
cohorts in terms of cross-cultural capabilities? 
Two dimensions with five main themes were derived from the interviews: the 
first dimension was cross-cultural capabilities of psychological adaptation, which 
included the themes of emotion management and positive attitude; the second 
dimension was cross-cultural capabilities of sociocultural adaptation, which included 
the themes of culture learning, language skills, and bicultural flexibility (as 
illustrated in Figure 4.1).  
The results show that age and life stage at arrival influence immigrant 
entrepreneurs’ cross-cultural capabilities. As discussed in the literature review, three 
generational cohorts of immigrant entrepreneurs were established: generation 1.0, 
generation 1.5, and generation 1.25. Individuals who arrived after the age of 18 were 
the first generation of immigrants or the “1.0 generation”, while those who arrived in 
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their adolescent years between the ages 13 and 17 were called the “1.25 generation”. 
Finally those individuals who immigrated to a new country between the ages 6 and 
12 were labelled the “1.5 generation” (Rumbaut, 1991; Rumbaut, 2004). This 
“decimal” system was used in assessing differences in immigrants’ adaptive 
outcomes, mainly in language capability (e.g., di Gennaro, 2013; Doolan, 2013; 
Oropesa & Landale, 1997). The relevant findings and discussions are displayed in 
the next section. A summary of findings introduces the emergent themes before 
discussing the relevant quotes.  
 
Figure 4.1 - Data structure 
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4.2 EMERGENT THEMES OF CROSS-CULTURAL CAPABILITIES OF 
PSYCHOLOGICAL ADAPTATION  
Two emergent themes of cross-cultural capabilities of psychological adaptation 
were emotion management and positive attitude (See Figure 4.2). Emotion 
management describes how immigrant entrepreneurs dealt with negative emotion 
owing to cultural elements or culture difference, while positive attitude describes the 
attitude of immigrant entrepreneurs towards different cultures. A positive attitude is 
associated with emotion management, where immigrant entrepreneurs reported that a 
positive mindset could reduce their frustration. Furthermore, value diversity appears 
to assist building multicultural organisations and shaping immigrant business market 
strategies. The findings also show that psychological adaptation differed between 
genders, as female immigrant entrepreneurs reported frustration caused by gender 
roles across culture and demonstrated gratitude to other cultures.  
It is notable that the three generational cohorts of immigrant entrepreneurs 
differed in terms of their cross-cultural capabilities of psychological adaptation. That 
is, the 1.5 generation immigrant entrepreneurs seemed to experience the fewest 
emotional situations relating to culture among the three cohorts, and they had high 
level of capability of value diversity. The 1.0 generation cohort appeared to 
experience the most negative emotions relating to culture, as they reported that they 
needed to manage frustration, loneliness, anger, and stress related to culture. They 
demonstrated a relatively low positive attitude towards undertaking business in 
Australia and stated a desire to maintain their Chinese cultural heritage towards the 
attitude of cultural difference. The 1.25 generation immigrant entrepreneurs 
experienced some emotional situations regarding culture, but had positive attitudes 
toward other cultures.  
 
 
 
 
 
Immigrant entrepreneurs’ cross-cultural capabilities of psychological adaptation 
Emotion management 
• Managing frustration   
• Managing loneliness  
• Managing anger 
• Managing stress                   
Positive attitude 
• Value diversity 
• Positive attitude  
• Respecting culture 
• Gratitude 
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Figure 4.2 - Conceptualisation and data structure of cross-cultural capabilities of 
psychological adaptation 
 
4.2.1 Emotion management 
This theme describes how immigrant entrepreneurs experienced the emotional 
conflicts regarding culture, and how they dealt with such conflicts. Emotion refers to 
“the experience of a form of biological response to environmental stimulus, resulting 
in physical and psychological changes and subsequent readiness for action” 
(Ashkanasy & Dorris, 2017, p. 2). Emotions can serve as a broad label to encompass 
different subjective feelings (e.g., Cardon, Foo, Shepherd, & Wiklund, 2012), which 
includes positive and negative emotions. As such, the theme of emotion management 
focuses on resolving negative emotion. During the early stages of the interviews, the 
interviewees were asked “Did you experience emotional conflicts in undertaking 
business in Australia? If so, what were they?” There was evidence regarding how 
immigrant entrepreneurs solved conflicts when they were undertaking business in 
Australia. A total of 18 participants reported they had emotional conflict experience 
relating to culture. These participants were then asked further critical incident 
technique questions: “Can you think of an extremely emotional incident that 
occurred while you were dealing with different cultures in your business? Please 
describe what happened during this incident. What do you think are the reasons? 
How did you solve it?” Questions were used to probe how these interviewees dealt 
with such conflicts. It was found that the majority of the interviewees who reported 
they experienced emotional conflict relating to culture were within the 1.0 generation 
cohort (14 out of 20 reported), which may indicate that they are less capable of 
managing emotion. A few within the 1.25 generation cohort reported that they 
experienced frustration; however, they stated that dealing with emotional conflict 
was not as serious as coping with stress. Therefore, it appears that they rarely 
experienced coping with stress regarding to culture, which may indicate that adapting 
to culture did not make them stressed. Among the three generational cohorts, the 1.5 
generation participants did not report such emotional conflict, as they did not think 
that adaptation to the host culture made them emotional. Four sub-themes were 
found, mainly from the 1.0 and 1.25 generational cohorts: managing frustration, 
managing anger, managing loneliness, and managing stress. Gender differences 
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were also found to relate to managing frustration. That is, owing to a culturally 
stereotyped gender role, female immigrant entrepreneurs may need stronger 
capability than male immigrant entrepreneurs to deal with frustration, as they 
experienced more frustration than male immigrant entrepreneurs. The quotes in the 
sections below further explain these themes.  
Managing frustration 
The first sub-theme to be discussed is managing frustration in relation to 
cultural difference and business practice. This was highlighted by several immigrant 
entrepreneurs in the 1.0 generational cohort, but was not reported by the 1.5 
generational cohort. This may because the 1.5 generation of immigrant entrepreneurs 
were familiar with the host culture and they seemed less frustrated with the cultural 
difference than the other two groups. The 1.25 generational cohort reported less 
frustration than the 1.0 generational cohort. For example, a 1.25 generation 
participant differentiated between frustration and stress, and he indicated that 
accepting cultural differences is a solution to overcome such frustration.  
I wouldn’t use this terminology as stress, as such. Sometimes it’s frustrating, 
but once you accept it’s a different culture, [it] is the way that you deal with 
business or deal with the other business partner… it’s frustrating, but it’s not 
a stress. (M2, 38, G1.25) 
This example shows how the respondent was able to manage his frustration by 
recognising cultural difference and adjusting the way he dealt with business. If 
frustration is not properly handled, the cultural differences may lead to business 
failures (Hoecklin, 1995; Søderberg & Holden, 2002). 
Some 1.0 generation participants provided examples of being frustrated if they 
could not find a good solution to solve a particular business problem in Australia. 
Participants of the 1.0 generational cohort found different business practices and 
business thinking between China and Australia were part of what was triggering such 
frustration, so they required the capability to adjust their negative emotion. One 
example is an immigrant entrepreneur who had a finance business who reported that 
he lacked the capability to manage such frustration: 
Sometimes, I do have culturally emotional conflict. I feel Australian policy, 
Australian culture, is very inflexible, which destroys our benefit. At that 
time, I will have Chinese thinking. You always have this intrinsic thinking, 
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like you are born with it. You can’t change it. A thinking, if I can use it to 
attain my goal, but then I find there is nothing I can do… Actually, there is 
no solution. So, at that time, I felt very frustrated. (M7, 36, G1) 
Chinese thinking may refer to guanxi, which are good connections (Tsang, 
1998a). Using guanxi can provide social capital to achieve favourable outcomes 
(Carlisle & Flynn, 2005). Frustration that is driven by culture can also be a sense of 
loss if they cannot make a deal with customers from other cultures. For example, one 
1.0 generation participant who ran a finance business reported how culture 
influenced his emotion and why he needed the capability to deal with that:  
I had a chance to work with an Indian. I used to have an Indian customer. 
When you talked with him, everything was fine. I almost got to close the 
deal. But suddenly you lost the contact… The reason is culture. I believe he 
finally must find an Indian company to help him. So, how can I deal with 
that, I can’t call 000, right? So, you know, you have to psychologically 
adjust yourself... adjust this frustration. (M3, 32, G1)   
Limited language capabilities and lack of intercultural communicative skills 
were likely to lead to frustration, which often occurred when 1.0 generation 
immigrant entrepreneurs first arrived in Australia. This finding confirms some 
studies that discovered that hardships tend to be higher in the initial period of 
settlement (Fan, 1996; Ward et al., 2001). For example, one participant stated 
frustration regarding lacking language skills and that he required the capability to 
deal with that: 
The hardest thing for me when I first arrived was language, because you 
couldn’t express what you wanted to say even though you thought you could 
understand others. You couldn’t clearly express yourself to others. It was 
frustrating. (M13, 49, G1) 
Frustration also occurs when individuals are not familiar with out-group 
communication, as such understanding of intercultural communication can put them 
at ease. For example, a 1.0 participant reported several antecedents of gaining a 
capability to manage frustration: 
I don’t know why they (Aussie employees) become serious suddenly, or 
unhappy, I feel I know nothing about them. So, I feel I have to pay attention 
to it. Firstly, I have to pay attention to the attitude of communication. 
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Secondly, the way of communication. Thirdly, I have to understand why 
they have this emotional conflict, so I can psychologically relax. (M14, 50, 
G1) 
Owing to gender roles, a feeling of frustration in doing business in Australia 
was also reported by both 1.0 and 1.25 young female generational cohorts. These 
young female immigrant entrepreneurs described that the stereotypical gender role 
for Asian females made them more disadvantaged in doing business in Australia. The 
stereotypical image of traditional Chinese females pushes female immigrant 
entrepreneurs into facing more hardship, and their ethnical background seems to 
impede a qualification recognition of their capabilities (Collins & Low, 2010). Thus, 
these respondents reported an important capability of managing such frustration, for 
example:  
…my superior is my manager. He is Malaysian… Then I started my 
business, he worked for me. But… he couldn’t accept me as his boss who 
was a female and was younger than him… there are some occasions, he 
didn’t want me to attend with him… He thought that females should take 
care of children at home rather than take charge of work. I felt emotional 
frustration at that time until he left our company... I have to deal with it… 
(F9, 31, G1.25) 
 
A lot of people wanted to join a project. And there is a Swiss bank manager 
who always excluded me. He is older than me, like, over 40. Then I know he 
did not like me because I was very young and I am an Asian female. I felt 
very frustrated at that time. Because I’ve been involved in this project for 
half a year since it started. But he even did not want me to attend meetings! I 
was a very afraid of him as well. (F10, 33, G1) 
However, it is notable that the gender frustration they encountered was not 
triggered by Australians or the Australian institutional environment. It may be 
because Australia provides healthy access to entrepreneurial opportunities for 
women, which provides Australia with a strong level of female entrepreneurship, 
according to the Global Entrepreneurship Monitor GEM study (Steffens, Stuetzer, 
Davidsson, & James, 2012), or it may be endemic that even across cultures some 
males fear females in moving up. Thus, the trigger for such gender frustration is not 
the institutional environment in Australia.  
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Managing loneliness 
An important finding in terms of managing emotion was that of managing 
loneliness, which is in line with the argument that a capability for maintaining stable 
emotions can avoid sadness and feelings of loneliness (Fry & Debats, 2002; Lawton 
et al., 2001). This was only reported by the 1.0 generational cohort. It may be 
because the 1.0 generational cohort came to Australia after they finished their high 
school education. That is, the majority of their families or friends may be in China. 
Feeling lonely also occurred when participants had to face problems on their own. 
These participants believed such negative situations could quickly be managed if 
they were in China. For example, the following comments by an entrepreneur who 
owned a finance company discussed bearing loneliness as a capability, particularly in 
facing a business problem:  
Many abilities can be called cross-cultural capabilities, such as bearing 
loneliness… Like, one day I said to my friend, “I don’t have you guys 
around me, no family here either. I have to solve all problems by myself. I 
have to deal with them. Not like you guys, if you have problems, you just 
give a call. Then your friends, your relatives will all come to help you” 
…But you don’t have this chance here. (M3, 32, G1.0) 
A female participant also reported loneliness because her family was not in 
Australia. She ran a successful international trade with China, while her husband 
worked in her Chinese company, and she seemed to face a temporary loss of that 
intimate relationship. She reported an experience of feeling loneliness and lacking 
the capability to manage loneliness, which may suggest she has never fully settled: 
Regarding to my business… that relates to culture… sometimes, I feel 
lonely. Like, if I am alone, sometimes I feel sad and down… Yeah, I have to 
train myself. (F10, 33, G1) 
Such emotional loneliness reported by the 1.0 generational cohort resulted 
from the absence of a close and intimate attachment (Weiss, 1973), and was a 
pervasive feeling that challenged health and quality of life (Ponizovsky & Ritsner, 
2004). The loneliness was also associated with depressive symptoms, which required 
the attention of community-based mental health support (Cacioppo, Hughes, Waite, 
Hawkley, & Thisted, 2006). As such, this may suggest the need for support, which 
conforms with one comparative study investigating the importance of social support 
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in the adaptation of Chinese migrant adolescents in Australia and Canada (Leung, 
2001). In this regard, some immigrant entrepreneurs, especially the 1.0 generation 
immigrant entrepreneurs, require the capability to cope with loneliness.  
Managing anger 
Anger as a negative emotion was reported by immigrant entrepreneurs, 
predominantly by the 1.0 generational cohort. Some 1.0 generation participants 
conveyed that they had experienced losing their temper, and that they needed the 
ability to regulate such negative emotions. Feelings of anger may be triggered by 
being cheated by out-group business partners or being irritated by unreasonable 
customers. Two examples portray how some 1.0 generation participants described 
their anger, which was brought on by irritation, therefore, a capability to manage 
their anger seems necessary to maintain their stable psychological well-being:  
When an Indian wants to do marketing for me, but then I found it was not as 
he promised. At that time, I psychologically was not feeling very well. I feel 
it may be miscommunication. I felt I was cheated by him! (M6, 31, G1) 
 
It is even worse to argue with an Australian than a Chinese. An Australian 
insists to argue if they are not sure or don’t understand the solution. They 
will only think about it for their sides… But Chinese would probably ask for 
just $50. A compensation that is in a relatively reasonable range… So, I feel 
some foreigners ask for compensation without any evidence. I feel they are 
shameless! (M7, 36, G1) 
In this regard, the reason these participants felt anger was not because of 
discrimination, which contradicts another study that found that immigrants become 
angry when they perceive discrimination (Nisbett & Cohen, 1996). In addition, it is 
notable that harmony, as one of the fundamental Chinese cultural values, guides and 
regulates Chinese conflict behaviours; however, Australia is positioned in low-
context cultures, which tend to be more confrontational and direct in conflict 
situations (Chen, Chen, & Ma, 2002). This may explain the latter example and why 
the participant thought that Chinese customers were easier to deal with.  
Conversely, some 1.0 generation participants stated that they became angry 
with Chinese immigrant customers rather than customers from other cultures. These 
participants found it was harder to deal with Chinese immigrants than Australians. 
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This is noteworthy, as cultural distance is expected to increase individuals’ 
adjustment difficulties and ineffectiveness (Kim, Kirkman, & Chen, 2008). However, 
even when individuals deal with people from the same cultural group, they may 
encounter difficulties. Thus, some respondents stated that they required a capability 
to have a stable emotional status to deal with co-ethnic people. For instance, a new 
real estate developer reported his inability to manage his anger:  
I haven’t feel emotional conflicts when I am dealing with an Australian, but 
sometimes when I’m dealing with Chinese immigrants… And I wait five 
minutes, she was still not showing up, you know, just those sort of things, I 
feel emotional conflicts every day… when I face this kind of people, I 
cannot control myself. I just feel very angry sometimes. (M15, 34, G1) 
Managing stress 
Some respondents emphasised managing stress, but this related to their 
business growth rather than to culture. It may be because the stress from their 
immigrant businesses was greater than the cultural stress. However, the application 
of business practice in different cultures may cause stress for immigrant 
entrepreneurs. For example, a 1.0 respondent who reported her experience in 
operating her on-line business in Australia and capability of dealing with stress on 
account of different business practices, stated:  
I felt stressful before. At that time, I wanted to sell a pin board, but I didn’t 
know if people would like it. So, I made a small survey on my website to see 
if customers would like it. But you know in China, there are some factories 
that are doing manufacturing for some brands. So, they have their own 
trademark or no trademark. Then customers will say these products have no 
certificate or no quality guarantee…. You never expect this will happen. 
Because in China, no one will considerate it. But in Australia, people take it 
as very seriously. They care about how you get it, or quality or you’re 
honest… I made myself a coffee to keep myself calm. (F14, 32, G1) 
This 1.0 respondent reported her capability of cope stress to remain a stable 
psychological well-being. Such stress relates to managing business growth. A few 
respondents highlighted the capability of managing stress relating to culture. Three 
respondents were from the 1.0 generational cohort and one from the 1.25 
generational cohort. For example, one 1.0 generation participant who had a retail 
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business described how he became stressed by negotiating with customers and used 
avoidance to cope with stress:  
Some (foreign) customers who like to bargain (with me) give me some 
stress. Our shopping mall is not a store that permits bargaining. If they do 
bargain like this, it is not suitable here... some products are really cheap, just 
$2, they still want to bargain with you. I can’t tolerate it… Sometimes, I 
want to leave our store. (M5, 31, G1)   
Avoidance strategy was used by some respondents to cope with stress, which 
refers to behaviours that reduce stress by distancing oneself from the problem 
(Holahan, Moos, Holahan, Brennan, & Schutte, 2005). Such a strategy is associated 
with poor outcomes (Holahan & Moos, 1985), as it is a passive approach to coping 
with stress (Roth & Cohen, 1986). This may indicate that these participants require a 
positive capability for managing stress. Another avoidance example shows how a 1.0 
generation participant coped with stress from his Australian employee. 
When dealing with culture and communication stress, like I said, if I feel it is 
inappropriate, I would not do something against this person. I would not 
spend that time; I would not get into that trouble. I like someone who is 
compatible with us, a happy team. (M11, 58, G1) 
Conversely, some participants choose a problem-solving coping strategy to 
manage stress, which was aimed at resolving the stressful situation in a positive 
manner (Mora & Ozakinci, 2013). For example, one 1.0 generation participant who 
had a mining business stated how she had to be capable of managing stress when her 
Chinese customers did not accept the Australian business culture:  
I have experienced some stress in dealing with cultural differences. For 
example, I don’t understand why an Aussie is not likely to receive your call 
after work… So we have to adjust ourselves first… We also have to make 
our clients adjust as well. Like, in China, if you know some people, you can 
accelerate the whole process. So, some new customers are not used to this if 
they are new immigrants. And I have to be patient, I have to explain to them 
that it is not our low efficiency. It is not their (Aussie) efficiency either. (F7, 
35, G1) 
Owing to different business cultures and practices, one 1.25 generation 
participant who owned an accountancy company reported that she had stress from 
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dealing with Chinese customers rather than Australian customers, and she stated that 
a capability to manage such stress was required. This may be because of the different 
institutional environments between China and Australia, or the corruption in China, 
as some of her clients may bring such “values” or “thinking” to Australia:  
I don’t have stress from Australians, but I have stress from dealing with 
Chinese customers. After all, Australians know they have to pay GST, so 
what we do for Australians is setting up a structure or declaring. But Chinese 
customers don’t know this culture. Sometimes, when they (Chinese) first 
came to see me, they said “Can I pay zero tax?”, “I don’t care if law permits 
or not”. Then I will say, “Ok, let’s sit down”. I will start a long conversation 
to educate him… It is stressful sometimes. I need a capability to deal with 
such stress. Some customers might not be happy because we won’t follow 
their instructions. They don’t understand it. It needs a process to educate 
them… You have to clean their ‘old mind’. (F11, 32, G1.25) 
Under the emerging theme of emotion management, it was found that several 
of the 1.0 generational cohort reported that they experienced some emotional 
situations, while only a few of the 1.25 generational cohort experienced culturally 
emotional situations with cultural conflicts. The 1.5 generational cohort seemed less 
likely to deal with negative emotion regarding culture. This may be because they 
came to Australia at a very young age. The “age of arrival” affected the 1.5 
generational cohort, who were more adaptive to the host culture with the least 
acculturative stress (Kuo & Roysircar, 2004). Acculturation refers to a process that 
starts with firsthand contact between two different cultural groups through which 
changes arise in either or both of the contacting groups (Redfield, Linton, & 
Herskovits, 1936). A good example of the positive impact of arrival at a young age 
on emotion management is that of a 28-year-old 1.5 generation female participant, 
who came to Australia at the age of seven, who described that she did not require the 
capability to deal with stress, as she had not experienced emotional situations 
regarding to culture:  
Not so much with culture, I think with business, obviously, it’s going to be 
emotional, because it’s your own business, and you have such high 
expectations of it. But in terms of culture, I think, nothing was really 
emotional. (F3, 28, G1.5) 
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In view of the aforementioned evidence, it is apparent that the 1.5 generational 
cohort experienced the least culturally emotional situations; however, the 1.0 
generation participants suggested that emotion management was necessary to 
effectively manage these negative experiences. This is in line with the findings of 
one study, in which older Chinese immigrants and international students in Canada 
reported higher levels of difficulties in cross-cultural transition than younger 
immigrants (Kuo & Roysircar, 2004). Thus, immigrant entrepreneurs who arrive in 
the host country at an older age may require cross-cultural capabilities to change 
their negative emotions to positive emotions. Furthermore, the aforementioned 
evidence shows that the capability to deal with emotion, especially the capability of 
managing frustration, differs between genders.  
4.2.2 Positive attitude  
This theme describes the attitude of immigrant entrepreneurs with regard to 
other cultures. During the interviews, respondents were asked “Do you feel you have 
a positive attitude towards doing business in Australia? If so, why?” In this regard, 
four sub-themes were found from these three cohorts, namely valuing diversity, 
positive mindset, respecting culture, and gratitude. A total of 18 participants reported 
the importance of having a positive attitude, with all 1.5 and 1.25 generational 
cohorts reporting this, while only a few respondents from 1.0 generation group 
reported having a positive attitude. There was evidence that both the 1.5 and 1.25 
generational cohorts seemed to have a more positive attitude than the 1.0 
generational cohort, as they valued diversity more than the 1.0 generational cohort. A 
positive attitude about business in Australia was relatively low among the 1.0 
generation, which may be because they think that Chinese markets are much larger 
than Australian markets and can generate more profits. Furthermore, it is notable that 
only the 1.0 generational cohort highlighted respecting culture, which may be related 
to the fact that they are more adapted to the home culture, where respect is important 
in traditional Chinese culture. In this case, several of the 1.0 generation participants 
stated that they should always maintain Chinese cultural heritage, while the 1.5 and 
1.25 generational cohorts were more open to Australian or other cultures. Gratitude 
was highlighted predominantly by female respondents.  
 100 Chapter 4: Findings and Discussion of Study One 
Valuing diversity 
Valuing diversity refers to valuing people from different cultural backgrounds, 
which has been found to offer organisations a competitive advantage in several areas, 
such as in marketing and cost control (Cox & Blake, 1991). Valuing diversity from 
other cultures seemed low among the 1.0 generation cohort. However, both of the 1.5 
and the 1.25 generational cohorts seemed capable of appreciating people from 
different cultures. This may result from the likelihood that their companies had 
Australian employees or multicultural employees. A positive attitude included how 
immigrant entrepreneurs valued out-group people, such as employees, customers, 
and business partners. For example, a 1.25 generation participant discussed his 
capability for value diversity and how it interplayed with leadership: 
I value people from different cultures… Because I always value my 
employees’ (Australians) ability more… I think that being an owner of a 
business, the most important skills are to identify people, and encourage 
people… Like my project basis company, multicultural business that goes 
overseas, goes everywhere, my business is literally set up by all of them. Not 
just by myself. (M1, 25, G1.25) 
Another example is a 1.5 generation participant who started her fashion 
business in her parent’s garage with all the work being done by herself. When her 
business entered a growing stage, she started employing Australian employees to 
better target Caucasian markets. This is in line with research that value diversity is 
associated with market expansion (Cox & Blake, 1991). It was not hard to notice her 
positive attitude, and she was capable of appreciating her Australian employees:  
People (Australians) in buying and customer service and design, who like, 
the customer service girls have more attention to detail and [are] more 
patient than I am, and the buying team have more knowledge and [are] more 
fashionable than me, and then [the] design team, they’re better at designing 
and they’re like, you know, they have an better eye than me. (F1, 29, G1.5) 
This may explain that the attitude of valuing cultural diversity may assist 
immigrant entrepreneurs to better capture market demand and understand customers. 
It may be significant to immigrant entrepreneurs while growing the business. 
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Positive mindset 
The other important consideration that emerged from the findings was 
possessing a positive mindset. Mindset includes the attitude towards culture, societal 
position, openness, and willingness to learn other cultures. Positive mindset was 
emphasised by the 1.0 generation cohort and some 1.25 generation participants. This 
may be because they recognised that doing businesses as “minorities” in Australia 
meant they had to understand Australian culture, values, norms, and laws, and accept 
the differences. Thus, they highlighted a capability of positive mindset of taking 
initiatives to adapt to society, for example, a 1.0 generation respondent reported:  
I think it is not this society that adapts to you. It is you who adapt to the 
society. You have to make the choice that fits you well. It is cross-cultural 
capability. (M11, 58, G1.0) 
Some 1.25 generation participants indicated a positive mindset, which seems to 
refer to an open mindset to other cultures. This is in line with research showing that 
attitude, which includes curiosity and openness, is associating with intercultural 
capability (Deardorff, 2011). For example, a 1.25 generation participant stated his 
positive attitude, which was the capability to be open and curious about other 
cultures, and in return, to improve such cross-cultural capabilities:  
Cross-cultural capabilities… include the attitude, you know. If you’d put 
yourself in a brick wall, always thinking that’s it, “I’m a Chinese, I don’t 
need to know about the Australian culture” or, “I’m an Australian, I don’t 
need to know about the Chinese culture” or, “I’m an Australian Chinese, I 
don’t need to know about the Indian culture”, then you never would be able 
to build up your cross-cultural capabilities. (M2, 38, G1.25) 
A positive mindset can assist immigrant entrepreneurs to reduce culture shock. 
Culture shock is “precipitated by the anxiety that results from losing all familiar 
signs and symbols of social intercourse” (Oberg, 1960, p. 142). Some symptoms of 
culture shock, such as a feeling of helplessness, may be related to the perception of 
an inability to cope. Thus, a positive attitude may develop problem-solving skills to 
remedially address culture shock, ease adaptation, and assist to maintain a positive 
well-being (Winkelman, 1994). For example, a 1.0 generation participant who started 
a real estate business after he quit his university job described his capability for being 
positive: 
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I don’t think I have cultural problems when I am doing business here. It’s 
like I don’t feel I have this obstacle. It might be my positive mindset or the 
image I leave to others… This might be cultural shock and a difficulty. It is 
actually, that is how you deal with it. If you think it is a problem, then it is. If 
you don’t think of it, it will not be a problem. (M11, 58, G1) 
Furthermore, the capability to build a positive mindset may have assisted 
participants with a reduction of emotional frustration. For example, a 1.0 generation 
participant who started her fashion business when she was an international student 
stated the relationship between frustration and a positive mindset: 
I can really get used to facing many difficulties in Australia. When I first 
started up my business, the university told me that they could pay for a 
server for me. But then they said they only support a certain major… So, 
I’ve already got used to adjusting my mindset and not to be frustrated. This 
is every day that I give it to myself. It is adjusting myself quickly and 
solving problems. I need to insist on doing it. (F15, 25, G1) 
At this point, it is reasonable to deduce that the capability for a positive 
mindset may help immigrant entrepreneurs to reduce emotional conflict in the cross-
cultural transition. Furthermore, a positive mindset is helpful when people come 
across someone from another culture who does not accept them, as researchers 
indicate that feelings of acceptance assist with adaptation (Sam & Berry, 2010). 
Sometimes, such acceptance is determined by out-group attitudes; that is, people 
from the host country may accept or not accept immigrants from other cultures. In 
this case, the capability for a positive mindset is essential. A good example is a 1.0 
generation participant who had a law firm and described the capability for a positive 
mindset in relation to acceptance: 
Cross-cultural capability is also an attitude. If someone can’t accept my 
affection, it doesn’t mean that group of people can’t accept me. So, you have 
to be very positive to do rational analysis. (M8, 31, G1) 
However, it is significant that several of the 1.0 generational cohort stated they 
should maintain their Chinese cultural heritage, in particular when they are not 
accepted by out-group people or in a cultural clash, while the preference of 
maintaining the home culture was not reported by the 1.5 and 1.25 generational 
cohorts. Such an attitude of maintaining their cultural heritage may impede them to 
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develop a capability for a positive mindset, which is in line with the research of 
culture identity that has shown that a weak connection with the home culture creates 
an intercultural effectiveness (Lee, 2010). For example, a 1.0 generation participant 
who was a real estate builder reported his incapability for a positive mindset to other 
cultures:  
I had many cultural clashes when I started my business. 90% of my sub-
contractors are Australians… But there is one point that I have to highlight is 
they can’t insult me. If they insult me, insult my country, they must be 
punished! Not only to leave this team, he has to be punished. (M4, 44, G1.0) 
A capability for a positive mindset may also refer to an acceptance of 
differences with other cultures and a willingness to adjust. For example, a 1.25 
generation respondent demonstrated that she was capable of having empathy and 
willingness to deal with emotional incidents. For example:  
Cross-cultural capabilities include emotional adjustment. You may find there 
are some value differences between you and foreigners. So, you need to 
make adjustments. You need to stand in the other people’s shoes. You need 
to adjust your emotions. (F9, 31, G1.25)  
Respecting culture 
Respecting culture (both their own and others) was pointed out by the 1.0 
generational cohort, as they reported the capability of respecting culture as necessary 
for doing business across cultures. However, the 1.25 and 1.5 generation respondents 
seldom indicated respecting culture. This may be why the 1.0 generational cohort 
prefers the Chinese culture to the Australian culture, as the traditional Chinese 
culture highlights respecting tradition (Fan, 2000). They thought a capability for a 
positive attitude could be explained by being capable of respecting other people’s 
faith and religion. For instance:  
Every culture has to be respected. Everyone’s faith and religion has to be 
respected too, no matter how ‘humble’ this culture is. (F12. 25. G1) 
The 1.0 generational cohort expected people from other cultures to also 
emphasise respect. Such respect was also considered to be reciprocal, with several 
respondents reporting a sense of gaining respect from other cultures as important. For 
example, a real estate developer stated a capability of respect in relation to his 
international business: 
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I am able to respect every country: I respect the Indian, I respect Australia, 
and I respect Europe. So, actually, the business people can feel if you have 
an attitude that is respecting their cultures or not when you talk with them. 
(M15, 34, G1) 
The 1.0 generation participants highlighted respect as an attitude because in 
Chinese culture respect means to preserve the relationship, which contains the 
other’s face, status, reputation, and feelings (Fang & Faure, 2011). In this regard, it 
seems reasonable to suggest that the 1.0 generation immigrant entrepreneurs were 
more adapted to the home culture than the 1.25 and 1.5 generational cohorts. Some 
female respondents reported that a positive attitude also referred to gratitude 
(discussed in the next section), which they thought could establish respect. 
Gratitude 
Gratitude was highlighted predominantly by female respondents from the 1.25 
and 1.0 generational cohorts, and they reported a capability of expressing 
appreciation for other cultures. In the view of female respondents, a capability for 
gratitude can be built from mutual respect and affection. A capability for gratitude 
seems to reduce the possibility of emotional conflicts regarding culture, which is in 
line with experimental research about gratitude that has shown that gratitude is 
positive in increasing subjective wellbeing (Emmons & McCullough, 2003). For 
example: 
I feel I don’t have emotional conflicts in culture. Because when I am dealing 
with them, I am positive, my little effort on respect and affection can change 
back more respect and affection from them. I am feeling touched every day. 
(F7, 35, G1) 
Female respondents referred to their positive attitude as a gratitude to other 
cultures, such as an institutional environment. For example, a 1.25 participant 
displayed her capability for gratitude to the Australian government for financial 
support if her business failed: 
I am definitely a positive business person. I definitely 100% thank the 
Australian government. Because if my business fails, I can get money from 
Centrelink. The Australian government can give me my final dignity. (F5, 
40, G1.25) 
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Gratitude also referred to people who had previously helped her business, 
including people from other cultures. It may be reasonable to suggest that female 
participants are more likely to have a satisfied attitude for appreciating other cultures 
than male participants. 
I feel there are lots of people who are helping me. Thanks to them, my 
business is like ‘smooth sailing’. Some of them are old immigrants… Some 
of them are also local Australians. So, I feel I am very lucky, happy… I am 
very happy… (F10, 33, G1) 
In view of the aforementioned evidence, the immigrant entrepreneurs’ cross-
cultural capabilities for psychological adaptation were derived from two main 
themes: emotion management and positive attitude. The cross-cultural capabilities 
differed between the three generational cohorts and gender. The next section 
introduces the emergent themes derived from cross-cultural capabilities of 
sociocultural adaptation.   
4.3 EMERGENT THEMES OF CROSS-CULTURAL CAPABILITIES OF 
SOCIOCULTURAL ADAPTATION 
Three themes of cross-cultural capabilities of sociocultural adaptation were 
found: cultural learning, language skills, and bicultural flexibility (See Figure 4.3). 
Culture learning mainly describes what aspects across cultures that immigrant 
entrepreneurs should learn; language skills describe what skills they should obtain 
regarding language; and bicultural flexibility refers to the flexibility of leveraging 
two cultures. The study found that English language skills and cultural learning may 
increase the ability to gain respect from other people. Having bicultural flexibility 
may increase their self-efficacy to undertake transnational activities across the home 
and the host country. Moreover, there is evidence to show that language skills are 
associated with immigrant entrepreneurs’ emotion management.  
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The age of arrival and the length of stay seemed to influence immigrant 
entrepreneurs’ cross-cultural capabilities of sociocultural adaptation. Owing to 
arrival in the host country at a very young age, the 1.5 generational cohort may have 
been more adaptive to the host culture, as they reported learning culture and learning 
language as learning Chinese culture and Mandarin. They were proficient in using 
English, but were not confident in using Mandarin. The 1.25 generational cohort 
seemed to be the most competent group in bilingual ability, with the ability to switch 
with ease between their mother-tongue and their second language, which may 
effectively assist them in becoming the middleman in their transnational businesses. 
The 1.0 generational cohort emphasised that they were not good at learning  
Figure 4.3 - Conceptualisation and data structure of cross-cultural capabilities of 
sociocultural adaptation 
Australian culture and English skills. They also reported bicultural flexibility, which 
they thought of as an advantage over non-immigrant entrepreneurs when undertaking 
international business.  
 
4.3.1 Cultural learning  
This first theme, cultural learning, describes what immigrant entrepreneurs 
learn in regards to culture, how they learn it, and the outcome of learning culture. 
During the interviews, the interviewees were asked “Do you think learning is 
important when you are dealing with different cultures in a business background? If 
so, why? If not, why?” There is an abundance of evidence (reported by 25 out of 30 
participants) about how the three generational cohorts of immigrant entrepreneurs 
Immigrant entrepreneurs’ cross-cultural capabilities of sociocultural 
adaptation  
Culture learning 
• Learning language 
• Learning social 
norms 
• Learning business 
practice 
• Learning intercultural 
communicative skills 
Language skills 
• Language skills in 
English 
• Language skills in 
Chinese  
• Being bilingual 
Bicultural flexibility 
• Bicultural switch 
• Bicultural integration 
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considered learning to be important when doing business and what they should learn 
regarding culture. It was found that the 1.0 generational cohort believed they should 
learn the Australian culture and English to gain respect from others, while the 1.5 
generational cohort thought they should learn the Chinese culture and Mandarin in 
order to do business with the Chinese. The 1.25 generation cohort emphasised the 
importance of learning intercultural communicational skills. The interviewees were 
then asked further questions: “Do you think you are capable of learning new cultures 
over time? If so, why? If not, why?” Questions were used to probe how they learned 
cultures. Most immigrant entrepreneurs from the three groups perceived that they 
were capable of learning cultures through their life. However, a few in the 1.0 
generational cohort reported they learnt cultures only when they had cultural issues. 
Four sub-themes were found in the three generational cohorts: learning a language, 
learning social norms, learning business practice, and learning intercultural 
communication skills.  
Learning a language  
Learning a new language, especially learning English, was highlighted by the 
1.0 and 1.25 generational cohorts, while the 1.5 generational cohort did not 
emphasise this issue. This may be because that 1.5 generation immigrant 
entrepreneurs were proficient in English, and as such they did not consider it 
necessary to learn a language in order to undertake business in Australia. This is in 
line with a relatively recent study that found 1.5 generation immigrants’ English 
language capability was as efficient as individuals who had English as a first 
language (Doolan, 2013). According to the 1.0 generation cohort, they perceived that 
one of the main functions of capability of learning a language is to reduce 
misunderstanding. A good example is a 1.0 generation participant who had worked 
in pharmacy and international business for more than 20 years who stated the 
importance of the capability of learning English: 
Learning a language is very important to do business. It relates to 
communicative errors. It is how you can express yourself to produce fewer 
errors. You can see someone who lives here for over 20 years, he doesn’t 
know English, and he can’t speak English. He is disabled in some way. He is 
not a complete person. You can’t say “I don’t speak English” in Australia. In 
Australia, you should speak English. If I go to France with you, I will learn 
French. (M13, 49, G1) 
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Similarly, a 1.25 generation respondent in a fashion and styling business 
revealed that the capability of learning a language is important to deliver an intimate 
service for customers, she stated: 
Learning a language is very important… I think, you know, in a business 
deal and in other things, like, even just with a single client, if we can speak 
their language, even just [a] couple of sentences, we make them very happy. 
(F2, 32, G1.25) 
However, one 1.25 generation participant indicated that learning English was 
unnecessary. He related the reason to the size of the Chinese economic market, 
which is larger than the Australian market. That is, the Chinese market is their target 
market, which they think is large enough for their business. He came to Australia at 
14 years old with his parents under the Australian Business Talent 132 visa, which 
requests applicants have a fixed business turnover before migration and to start the 
commercialisation in Australia after migration (Australian Government - Department 
of Immigration and Border Protection, n.d.). He runs an international trade in cattle 
between China and Australia, he is also a real estate developer in Victoria and West 
Australia. However, it is notable that he spoke English fluently in the interview:  
I don’t think it’s necessary (to learn English). Because in the future, China 
will be a massive market. Australia, being an English-speaking country, I 
mean, you literally go more than 50% of the world, and China is like another 
one with 1/4th, so literally almost 75% of the market you [have] covered, I 
think it shouldn’t be a problem, and I’m not going to go that far. (M1, 25, 
G1.25) 
With respect to his view of learning English, it may be because his companies 
were involved in transnational economic activities between China and Australia, and 
the Chinese market seemed more important to him. This is supported by one recent 
study of immigrant-owned firms in the United States that discovered that some 
immigrants’ businesses rely on their home country connections (Wang & Liu, 2015). 
It may also be that he was familiar with the home market demands as his father was a 
successful entrepreneur in China, which may make his entrepreneurial intention more 
expanded in China. Apart from learning language, learning social norms, business 
practices, and intercultural communication skills were also highlighted by 
respondents.  
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Learning social norms 
Both the 1.0 and 1.25 generational cohorts emphasised learning social norms as 
important in undertaking business in Australia. This may be because they had to 
understand the behaviour of members of other societies, as their first roles were as 
immigrants who lived in a new society. The 1.5 generation cohort also indicated the 
capability of learning social norms; however, it seems that they needed to learn other 
cultures rather than the Australian culture. Furthermore, the 1.5 generation cohort 
seemed very confident of learning culture over time. For example, a 1.5 generation 
participant recalled her learning capability of social norms over time:  
I am familiar with Australian culture… It doesn’t really to learn Australian 
culture... like, Sweden for six months and that’s how I kind of started to, 
like, you know? Living there, you start to assimilate more and more into 
their culture as well. So, I think absolutely I am capable of learning [a] new 
culture over time. (F1, 28, G1.5) 
Conversely, some 1.25 generation immigrant entrepreneurs inferred the 
importance of studying Australian social norms. For example: 
Learning culture is important to do business and to live in Australia. Because 
culture is changeable. (F8, 30, G1.25) 
Within the 1.25 generational cohort, the capability of learning social norms for 
their businesses was also emphasised. Some of them seemed involved in experiential 
learning (Kolb, 2014), which means they tended to learn the culture through life 
experience. For instance, the participant who undertook international trade in cattle 
recalled his capability for learning about the Muslim culture:  
Even like, for the Malaysian thing, we talk about in the past, I quickly 
encounter it. What I did is I actually call the mother company in Malaysia, I 
say, “Can you bring me to a Muslim community. Malaysian Muslim, and 
teach me a whole day lesson about their culture?” So, that’s the way I learn 
the halo and halal. (M1, 25, G1.25) 
Another example is the 1.25 generation participant who operated a gym 
business who demonstrated how he gained the capability of learning social norms, 
which includes learning from mistakes. His learning approach was not merely 
learning through experience (Bae, Qian, Miao, & Fiet, 2014; Bandura, 1977), but 
also how he framed experiences and reflected on mistakes to prevent their repetition 
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(Watkins & Marsick, 1992). To him, mistakes are potent tools for capability of 
learning: 
Cross-culture capabilities can be built on your experience. You actually learn 
from mistakes, you know, sometime, you might make some critical error, in 
terms of dealing with different cultures, and that is inappropriate in that way, 
in such societal culture. So, the more time you experience, the more ways it 
[is] that you can improve yourself in terms of cross-culture capabilities. (M2, 
38, G1.25) 
Similarly, the 1.0 generational cohort also stressed learning Australian culture 
as important, some of them demonstrated a way of learning cultures through 
reflection. Reflective learning is part of the experiential learning process, as it is a 
valuable step for learning (Kolb, 2014). Reflection represents an individual’s 
capacity for higher-order thinking, more precisely, a capability to make connections 
between thoughts and ideas (Denton, 2011). A good example is a 1.0 generation 
participant who was a lawyer and owned a legal company and described the 
capability of cross-cultural learning involving a reflective process, which included 
feeling, reflecting, thinking, and acting:  
Maybe I don’t have comprehension or have a clear understanding of 
Australian culture… I have to constantly analyse it, disprove my thinking… 
When you face a situation, you need reflection. I think this is a process of 
learning… That is, you are willing to learn it, you open your mind, you are 
willing to take in new things, and you are willing to try. These are rules. If 
you are following these rules, you can learn it quickly. (M8, 31, G1) 
In the process of learning, the 1.0 generational cohort implied the integration of 
maintaining both Chinese culture and Australian culture as a cross-cultural 
capability. The integration, which is defined as a maintenance of both home culture 
and involvement with the larger host culture in cross-cultural psychology has been 
recommended for better adaptation (Berry et al., 2006). To some extent, some 1.0 
generation participants seemed to emphasise the importance of maintaining cultural 
heritage, which was the Chinese culture. Such a strong desire to retain the home 
culture and values may produce an ethnic identity that may affect a sense of shared 
value, feelings of belongingness, and commitment to another group (Phinney, 
Horenczyk, Liebkind, & Vedder, 2001), and negatively affect their cross-cultural 
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effectiveness (Lee, 2010). For instance, a 1.0 generation participant who owned a 
law firm stated the relationship of culture learning, integration, and heritage culture:  
Cross-cultural capability is also an integration. You can integrate the 
advantages of each culture to create your own value. You can integrate the 
good thing and to avoid disadvantage. So, you need learning ability and 
rational analysis. But the heritage should always be maintained. (F7, 35, G1) 
The majority of the 1.0 generation participants were willing to learn a new 
culture. However, some of them stated that they were not capable of learning a new 
culture for their whole life. They seemed to be opportunists, as they learned the 
culture when they faced cultural issues. An example is a middle-aged builder who 
came to Australia in his early 30’s, who alleged that: 
Sorry, if you want me to study a culture till I am very old, like Australian 
culture, I might study it when I get this cultural issue. (M4, 44, G1) 
This may be the reason that adapting to the culture is seen as a barrier to the 1.0 
generational cohort. It requires their effort, self-interest, commitment, and social 
interactions with other cultures. For instance, a 1.0 generational participant who 
came to Australia with her husband in her early 30’s described a capability of 
learning social norms through social interaction, strong desire, and interest: 
If I say I have a strong desire to break through this cultural hindrance, but if I 
don’t have an interest to study, it will be very hard to adapt it… Like, I 
attend a cultural event. There are lots of people attending it from different 
countries. I want to communicate with them, want to learn different cultures. 
So, it must be that you bring your heart to learn it. (F14, 32, G1) 
Based on the foregoing line of evidence, it seems reasonable to suggest that the 
age of arrival is associated with the learning objective, as the 1.0 and 1.25 
generational cohorts seemed to need to learn Australian social norms, but the 1.5 
generational cohort did not. Apart from social norms, the capability of learning 
business practices was also highlighted.  
Learning business practice 
All three generational cohorts emphasised learning business practice as being 
important to business. The majority of the 1.0 and 1.25 generational cohorts inferred 
the capability of learning business practice as Australian rather than Chinese. 
However, the 1.5 generation immigrant entrepreneurs demonstrated learning Chinese 
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business practices rather than Australian business practices. This may be because 
they left their country of origin at a very young age, the relatively long length of stay 
in Australia has made them more adapted to the host culture than the home culture 
(Miglietta & Tartaglia, 2009). It may also be that different business practices and 
different entrepreneurial dynamics require them to constantly learn. A good example 
is a female participant who arrived in Australia at the age of eight and operates a 
fashion wholesale business in Sydney, with manufacturing back in China, she 
identified herself as Australian in the interview and stated the importance of learning 
capability of Chinese business practices: 
Because there’s a lot of things that I don’t know about Chinese culture, even 
though I was born there. But I left when I was very young, so you know, 
when I first started doing business with China, going there, there was a lot 
that I didn’t know, and yeah, I had to learn that. (F3, 28, G1.5) 
However, the 1.25 generational cohort stressed learning Australian business 
practices rather than Chinese business practices. This may be the case because in a 
cross-cultural context, “practice is the invisible part of culture”, which can relate to 
individuals (Hofstede, 1998). Thus, people from different cultures may have different 
business practices. For instance, a young female 1.25 generation participant reported 
a cultural immersion learning experience through a series of social interactions with 
people from other cultures to work with her Australian colleagues and customers. 
This also supports the view that social interaction is important to improve 
individuals’ capabilities that relate to culture (Caligiuri & Lazarova, 2002).  
You couldn’t not study culture in Australia. You are living in Australia every 
day… And some of your customers, your business partners, your colleagues 
are Australian. You already live in the Australian culture. As long as you 
integrate, tolerate, and communicate with Australians, you absorb its 
business culture… You couldn’t let the environment adapt you. When you 
are in Australia, you are already fitting this environment. I think this is 
unconsciously influenced. (F11, 32, G1.25) 
Similarly, one 1.0 generation participant discussed the importance of the 
capability to study business practices:  
Because when you are doing business, you have to face different customers 
or partners in Australia, if you have an ability to learn a culture, then it is 
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easier for you to deal with these people. It is an awarded ability to do 
business. (M5, 31, G1) 
It is notable that a 1.25 generation participant who was a real estate agent and 
developer stated that the capability of learning business cultures was more relevant to 
learning internet culture. That may be because of the nature of her international 
business, where her target customers were mainly from several Asian countries. 
Thus, when she planned a marketing strategy, in particular launching a new project, 
it required her to have the ability to use new technology platforms to adapt to 
different cultures (Mathews et al., 2015). She stated: 
Because I feel culture is becoming an internet culture. There are many 
internet new words. Like our new young employees said some new 
marketing words. If you don’t study, you will be out of date… so you have 
to be able to learn that. (F9, 31, G1.25) 
The outcome of the capability of learning different business practices seems to 
assist immigrant entrepreneurs to gain respect from others. This was emphasised by 
the 1.0 generational cohort, who demonstrated how to get into mainstream society, 
which they thought was Australian society. For example, two 1.0 generation 
participants reported the relationship of capability of learning business practices and 
respect:  
I think doing business in a different culture is helpful. You can learn it to 
grow up and to get into mainstream society. Then you will become at ease. 
And you can get respect from them. You can become equal with them 
(Australians). (M13, 49, G1) 
 
Australia is a migrant country. When you connect with business partners, 
they might be Greek, Italian, local Australian, Chinese, or from anywhere. 
When you deal with people from different countries, you feel there are some 
differences between them. You have to learn their cultural differences. You 
have to respect their cultures. You have to respect their indirectness or 
directness. (M7, 35, G1) 
The reason for emphasising respect from learning business practice is likely to 
be associated with Confucian culture, which includes mianzi, as protecting the ‘face’ 
(Fang, 2003). The need for face is intrinsic to different facets of personal and 
interpersonal relationship development in Chinese culture (Gao, 1996). Another 
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explanation might be the different intercultural communicative patterns, which 
include the low-context and high-context (Hall, 1989). A high-context person is not 
likely to be very direct, especially when involved in unpleasant situations, they prefer 
conveying roundabout messages rather than confrontational messages. In contrast, a 
low-context person tends to be very direct. When an unpleasant situations arises, the 
low-context person will tend to be very specific about the unpleasantness, which is 
particularly embarrassing in a relationship culture and easily involves ‘losing face’ 
(Fang, 2003). Thus, as communication styles are one of the manifestations of 
business practice (Kameda, 2001), Chinese immigrant entrepreneurs should have the 
capability to learn business practices to ‘save face’ in order to get respect.  
Learning intercultural communication skills 
All three generational cohorts stated the importance of learning intercultural 
communication skills. The 1.25 generation cohort highlighted this the most, they 
stressed the importance of communication skills for their businesses. For example, a 
1.25 generation participant stated such cultural communication skills as interpersonal 
skills, which included both verbal and non-verbal cross-cultural communication:  
The main skill I learned from doing business in a different culture, or I can 
obtain, is my interpersonal skills. I guess, the way you present yourself, the 
way you sell yourself as a person… that’s why you need to really sell your 
experience, your capability your competency, and your idea, how to really 
expand your business in a certain area. So, I feel that is my main skill, to 
know that how to communicate with the local Australian, in terms of 
presenting yourself, the way you present… Learning interpersonal skills is 
important, your behaviour, your body language, everything. (M2, 38, G1.25) 
One 1.25 generation participant indicated learning interpersonal skills was 
important, which may be because the intercultural communication contains verbal 
intercultural communication and nonverbal intercultural communication. Verbal 
intercultural communication contains the direct and indirect style. A direct style is 
used to express the explicit coded message, which occurs mainly from Western 
nations, while the indirect style is dependent on the context or interaction with the 
people who are communicating and less on the actual words (Gudykunst et al., 
1988). Chinese communicative style is an indirect style (Fang & Faure, 2011), which 
requires immigrant entrepreneurs to learn communicative skills to communicate with 
Australian customers.  
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Participants also stated body language as one of the non-verbal intercultural 
communication forms that one may perform spontaneously and subconsciously. 
Body language refers to kinesics (Birdwhistell, 2010), which includes gestures, head 
movements, facial expressions, and eye contact. Each culture has its own 
presentation of different kinesics behaviours, which can substitute for verbal 
communication (Cooper, Calloway-Thomas, & Simonds, 2007). This may be why 
some participants pointed out the capability of learning body language. For example, 
a 1.0 generation participant in e-commerce business who stated the importance of 
learning non-verbal communication skill: 
I feel if you listen to other’s advice, such as customers from different 
cultures, they usually have some facial expression. Sometimes, you might 
not be very sure of what he said, but as long as he says something, he usually 
has a facial expression or body language. It is very important to understand 
such signals he delivered. So, you have to learn it. (F14, 32, G1) 
Furthermore, learning cross-cultural communication skills also relates to the 
business relationship (Cooper et al., 2007). A communicator’s style may affect the 
development and maintenance of the business relationship. For example, a 1.25 
generation participant explained his opinion about establishing long-term 
relationships through communicating learning capability:   
Learning is very important. If you don’t have the ability, it is very hard for 
you to communicate with others. For example, Australians are also likely to 
be your friend first rather than business first. It is similar to China. You can’t 
go straight to talk business when you see them in the first place. Because you 
have to think about a long-term business. You must be their business 
partners as well as friends… So, I will do some research (to learn). (M9, 31, 
G1.25) 
Regarding the outcome of learning cross-cultural communication skills, a 1.25 
generation participant described how she could leverage such skills for her styling 
business to supply an intimate customer service:  
So, I did experience and exercise in many ways to actually get along with 
people. The way I see later on in my life now, which is after 30, when I open 
[my] business, to actually get loads of people, that wasn’t the culture, it 
wasn’t a really [big] shock for me. I can speak Chinese to my Chinese 
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clients, making them feel comfortable, make them feel welcome. Learning 
such kind of cultural skills is very important to my business. (F2, 32, G1.25) 
In view of the aforementioned evidence, learning communication skills is 
important because communication styles differ across cultures (Cooper et al., 2007). 
Language takes an important role in communication (Cooper et al., 2007).  
4.3.2 Language skills 
This theme describes how immigrant entrepreneurs perceived the importance 
of language skills to their businesses, and what language they should attain as 
immigrant entrepreneurs. During the interviews, the interviewees were asked “Do 
you think language is important to your business? If so, why? If not, why?” There 
was sound evidence that the three generational cohorts valued language skills in 
doing business in Australia (reported by 25 out of 30 participants). Further probing 
included asking: “How many languages can you speak? What are they?”, “What 
language do you generally speak in your business?”, “How efficient is your English 
skill? How efficient is your Chinese skill?”  While the 1.0 generational cohort 
reported the language skill as assisting them in getting a sense of respect from others, 
they appeared to be the most disadvantaged cohort in terms of English language skill. 
However, it is notable that not every 1.0 generation participant reported that an 
English skill was significant for their immigrant businesses. The 1.25 generational 
cohort reported that being bilingual made them become transnational entrepreneurs, 
who are mediators, middlemen, and moderators in international business, they 
seemed to be the most competent group in bilingual ability with the ability to switch 
with ease between Mandarin and English. The 1.5 generational cohort highlighted a 
need for a Chinese language skill to do business with the Chinese; however, they 
demonstrated they were not confident in using Mandarin. Three sub-themes were 
found: language skill in English, language skill in Chinese, and being bilingual. The 
findings with relevant discussion are discussed below. 
Language skill in English  
The difficulties of speaking English fluently were generally highlighted by the 
1.0 generational cohort, while the 1.5 and 1.25 generational cohorts seemed to not 
have this problem. For example, a 1.25 generation participant described how she 
effectively used English to satisfy customers:  
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Whereas with Australian clients, when they come (to my store), you know 
with my Asian appearance, they probably think I can’t speak English. But 
once when they know I was educated and my English [is] actually quite 
good, and when they speak to me, and they feel really comfortable, it makes 
them feel confident to actually sit in my chair, to get hair done, for example, 
get makeup done, or on this special day, become a bride. So, I think that’s all 
very important with the language ability. (F2, 32, G1.25) 
The 1.0 generational cohort seemed less effective in using English. Some 
participants thought English ability included a basic fluency and native-level fluency; 
however, the majority realised they could not attain the native level. This may 
provide supporting empirical evidence that capabilities can be grouped into ordinary 
capability and higher-order capability (Winter, 2003). For instance, a 1.0 generation 
participant who owned a financial business stated this about his English skills: 
My current English skills is I can understand from what I hear, I can 
explicitly express myself. If there are two levels of English abilities, I can’t 
attain the level two. I might be between the two levels: explicitly express 
yourself and being authentic. (M3, 32, G1) 
Some of the 1.0 generational cohort provided insights into how they coached 
their companies to become multicultural by emphasising English ability. For 
example, a 1.0 generation participant with only US$100 in his pocket when he 
arrived in Australia and who through sheer determination made himself a self-made 
millionaire, highlighted the capability of speaking English in the workplace in order 
to gain mutual respect: 
In our company, we have a policy that everyone has to speak English. It is 
easy to coordinate with all of us. It is also easier to engage in that society. It 
is also good for them, they can improve their English ability… We speak 
English in the workplace… It is also a kind of being multicultural… If 
people don’t understand your mother tongue, they will feel awkward. It is 
not respect. (M10, 52, G1) 
Some of the 1.0 generational cohort also stressed that if they had more 
proficient English skills, their businesses could be more successful. Perhaps the 
reason is that language facilitates access to information, to accrue explicit and 
implicit market knowledge through communication and networking (Sui et al., 
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2015). For example, a 1.0 generation participant who migrated to Australia in his 
early 40’s stated that:  
I think, if my language is good enough, it will absolutely help my business. 
Because I can get more channels to achieve information, like communicating 
with peers, locals, or other related industry. I can know what it is. I can 
complete a task with ease… I can get more respect… But now, I still feel it 
is inconvenient… If I don’t have a language defect, I can be more successful. 
(M14, 50, G1) 
Notably, however, some of the 1.0 generational cohort criticised the over-
importance of English ability. A possible reason may be that some immigrant 
entrepreneurs who lack host country language ability are essentially doing business 
in their ethnic enclaves (Logan et al., 2002), targeting ethnic markets, and providing 
ethnic products. For example, a 1.0 generation participant whose customers were 
mainly Chinese Australians criticised the over-emphasis on English language 
capability:  
Apparently, language is very important. But it is not as important as people 
emphasise. Because you can practice your language. You can take a long 
shot to speak, to practice… But if your (English) language is not good, you 
can also do business here. Because you can always try your best to 
communicate with others… There are some Chinese without English ability 
that can also do some business. (M8, 31, G1) 
Language is a code and it is conveyed symbolically (Cooper et al., 2007). 
According to Ogden, Richards, Ranulf, & Cassirer (1923), successful meaning that 
can be conveyed should include a flow that connects the words people speak (the 
symbol), the thoughts in their mind (the image), and the referent (the actual). 
However, some of the 1.0 generational cohort found it was difficult to convey their 
meaning in English to others due to the difficulty of speaking English, as indicated 
by a 1.0 generation designer who started her business in fashion:  
Language is very important. Because you have to present yourself correctly. 
But sometimes, when you try to express something from your mind or 
translate something, you find there is no appropriate word to express it. (F12, 
25, G1)  
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Speaking English fluently may be even more challenging to people who have 
just arrived in a new country. For example, a 1.0 generation participant who only 
arrived in Australia eight months prior, and started his business in real estate after he 
settled down, stated the pressure and his incapability in using English to conduct 
business:  
I face this emotional conflict. I have to try my best to make everything clear. 
Even sometimes, I have to use the translating machine… If I cannot speak 
very clear, I have to write everything to make it clear… Every time, I am 
talking in English, and I feel stressed. (M15, 34, G1) 
This conforms with studies about the length of stay, age of arrival, and 
adaption (Kuo & Roysircar, 2004; Miglietta & Tartaglia, 2009), where higher 
capability in the host language can increase adaption and reduce emotional conflict 
directly. In view of the aforementioned evidence, it seems reasonable to suggest that 
immigrant entrepreneurs’ English skills influence their emotions.   
Language skill in Chinese  
The need for language ability in Chinese was emphasised extensively by the 
1.5 generational cohort, while the 1.25 and 1.0 generational cohorts did not have this 
challenge. This may be because of the age 1.5 generation immigrant entrepreneurs 
were at arrival or the nature of their businesses. They came to Australia at very 
young ages, which means they lacked a supportive environment to continue learning 
Chinese. The businesses they operate with suppliers or manufacturers who are 
Chinese and may push them to use the same language for developing business. For 
example, a 1.5 generation participant described that speaking Chinese can show 
respect to others, she also inferred her insufficient Chinese ability:  
When people speak, like, a few sentences of Chinese, like Chinese 
(wholesalers) people really like that, because it shows, like, you respect the 
culture… Say our buyers went to a wholesaler (Chinese) and they would 
love… Then [my] writing is pretty simple, simple, like simple Chinese I can 
write… I can’t really read, it’s hard with Chinese, because I can read, like, 
that word, that word, nothing, nothing, nothing, that word. So, then I don’t 
know what the sentence means. So, it’s hard to read Chinese in that sense. 
(F1, 29, G1.5) 
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It should be noted that the 1.5 generational cohort spoke English very fluently 
in the interviews. In the small talk of the interview, they stated that if the interviews 
had to be conducted in Chinese, it would take them twice as long to finish. One of 
respondents said she even paid an English-Chinese translator on her first business 
trip to China. These participants also admitted Chinese writing was the most difficult 
ability for them to achieve. One of the respondents recently went back to China to 
search for manufacturers. Observing the video she posted about the trip on Snapchat, 
she appeared to speak very basic Chinese, with a basic greeting dialogue only. This 
finding conforms with the research that the 1.5 generational cohort may not be 
bilingual individuals (Doolan, 2013), as they are not proficient in the home language. 
At this point, it is expected that they may need cross-cultural capabilities to adapt to 
China if they go back.  
Being bilingual  
The need to be bilingual was highlighted extensively by the three generational 
cohorts. The 1.25 generational cohort seemed to be very competent in bilingual 
capability, with the ability to switch with ease between their mother-tongue and their 
second language. For example, a young 1.25 generation participant described his 
investment experience, that is, an effective utility of English to do networking and an 
effective utility of Chinese to get financial support from family:  
[I’ll] give you a good example, when we had dinner, you know, about the 
four-million-dollar investment. A lot of the Chinese investors [who] come 
over have to rely on those people to put money to them as the investor to run 
a business. The reason [is] because they don’t speak English, and they can’t 
communicate with people around the business to work [it] out. But what my 
father did is, he can literally pass the money to his son, which is obviously 
100% most trust for people, me, to operate the business… you see a lot of 
the businessmen, especially in Chinatown, they [have] limited their market 
to Chinese people, and I think [it] is wrong. (M1, 25, G1.25) 
This strong bilingual capability was also found in the 1.25 generational 
participants’ social media activity. A good example is a female 1.25 participant who 
created social media content using two languages. Through years of observation, the 
researcher discovered that she posted bilingual content on several social media 
platforms for business purposes, including Wechat, which is the most popular social 
networking service in China (Lien & Cao, 2014), such as this following bilingual 
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post where she attempted to display that she has a good relationship with previous 
Premier of Victoria: 
 
 
The illustration of the importance of bilingual capability may be because some 
of the 1.25 generational cohort were transnational entrepreneurs who conducted 
business between the host and home countries (Drori et al., 2009). These participants 
from the 1.25 generation cohort tended to be middlemen who took advantage of 
ethnic resources, such as language, to trade between their host and home countries. 
That is, they could use their bilingual advantage to leverage resources from both 
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locations, serve as agents of international business in the promotion, and facilitate 
bilateral trade and investment (Yeung, 2002). A good example is a 1.25 generation 
participant who was a real estate developer and agent and displayed her opinion of 
using two languages to speed up the business:     
Because I am doing bilateral business, so I speak Mandarin and English to 
my Chinese and Aussie clients. Contracts will be used in English, lawyers 
are speaking English, and accountants are speaking English… Many 
enterprises that do business with two countries easily achieve successes 
because of the people who can speak two languages, especially the boss who 
is bilingual… I can speak two languages, which means I can do lots of thing 
by myself… I feel I do the job for those people (Australia and China) is to 
transform what they want to express. You know, to do something as a 
lubrication…So if your English is good, you can act as a mediator or 
moderator between them to speed up closing the deal… Sometimes, this 
(translating) by a translator creates a negotiation failure… This makes lots of 
business come undone. (F5, 40, G1.25) 
In this regard, it is expected that language has an impact on bilateral business, 
which requires a transnational entrepreneur to be bilingual, especially those who own 
a small business. It conforms with the study that stated communication was 
positively related to bilateral trade (Melitz, 2008). That is, bilateral trade may be 
nurtured between countries if transnational entrepreneurs can provide effective 
communication, while translators may not (Sui et al., 2015). Being bilingual enables 
them to become middlemen, mediators, and moderators in transnational business. In 
addition, this 1.25 generation participant also pointed out a relationship between the 
translator and negotiation failure. It is notable that over reliance on translators may 
increase the possibility of international business failure, as they may not provide 
“accuracy” (Piekkari, Welch, & Welch, 2014). 
Similarly, a 1.0 generation participant emphasised her experience of being a 
translator in her international real estate business. She stated the importance of being 
efficient in speaking professional English, which may affect emotion. She also 
pointed out the capability of speaking Chinese was an advantage to her business 
development. This may suggest that some immigrant entrepreneurs may avoid 
language barriers to relationship building in foreign markets by circumventing those 
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markets in which they were linguistically mismatched and preferring those markets 
in which they were linguistically confident (Sui et al., 2015).  
Currently, when I go back to China, I usually bring developers back to 
China. It requires me to be a translator… It requires me to understand some 
special words, like architecture area. If you are not very sure, you will feel a 
bit frustrated. During these four years of entrepreneurship, I can feel 
speaking Mandarin is… a big competence. All developers and builders, all 
business partners who do business with you, they want to speak Mandarin 
with you. The developers who I meet in Melbourne are top developers, they 
go to study Mandarin class every week. (F7, 35, G1) 
The outcome of being bilingual also benefits the businesses that focus on the 
host country. A good example is a 1.0 generation participant in Melbourne retail 
industry who studied his bachelor degree in the UK and came to Australia in his late 
20’s with his family under the business migration project, he stated a bilingual 
capability was essential to build business relationships and reduce transaction costs:  
Because our products are made in China. As a retailer, we purchased them 
from wholesalers and sold them to Australians. Most wholesalers (in 
Melbourne) are Chinese who speak Mandarin. So, within bilingual support, 
we can effectively communicate with them in order to establish a good 
relationship to get a better price. (M5, 31, G1) 
Being bilingual may provide flexibility when immigrant entrepreneurs relate to 
their customers, in particular customers from the same home country. Such bilingual 
capability seems to offer these participants an advantage over their non-immigrant 
counterparts, because language distance may create barriers for non-immigrant 
entrepreneurs to meet immigrant customers’ needs. This is in line with a study that 
showed that ethnic ventures may have advantages over non-ethnic businesses (Yang, 
2006). This was explained by a 1.0 generation participant who provided law service 
to Chinese customers, he stated that:  
Chinese clients ask for your help because they have a communication 
problem with an Aussie… Like, most of our clients aren’t willing to hire 
Aussie lawyers. Because Aussies can’t get their points and thinking. But to 
us, it is different. Because we can get this point. We know how to express 
their meaning to the Aussie. This is very important. This is an invisible 
leavening influence; it is an ability. (M8, 31, G1) 
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Such an advantage may be hard to attain for the 1.5 generational cohort, as they 
may lack bilingual capability. A 1.5 generation participant recollected her experience 
of one business trip in China. It seems that not being bilingual may reduce 
opportunity.  
Language is a very big thing when doing business with a country (China) 
that doesn’t speak the same language as you, it cuts out a lot of efficiency. It 
cuts out time, it cuts out money, it cuts out effort, and it cuts out 
productivity. So, you may need an interpreter if you don’t speak the 
language. So, me being that one person, and both countries (Australia and 
China) go to me, at the one, same point, it cuts out a lot of that. (F3, 28, 
G1.5) 
Language skills have been shown to represent a central form of human capital 
to immigrants (Chiswick & Miller, 2003). In view of the aforementioned evidence, it 
seems reasonable to suggest that proficiency in the major language of the host 
country may increase the respect gained from other cultures and increase access to 
information through networking. Proficiency in both languages seems to give 
immigrant entrepreneurs a comparative advantage over non-immigrant 
entrepreneurs, particularly in transnational activities.  
4.3.3 Bicultural flexibility  
This theme describes how immigrant entrepreneurs evaluated their flexibility 
across two cultures, such as knowledge, values, and business practices for their 
businesses. The original interview questions were not planned to ask interviewees 
about their flexibility across two cultures, as this is still an under researched area. 
However, after interviews were collected, the researcher found “bicultural 
flexibility” was an important emergent theme that was emphasised by interviewees. 
Two sub-themes were found within the three generational cohorts; they are bicultural 
switch and bicultural integration. The results and discussions are provided below.  
Bicultural switch  
Switching the way of doing business seems important when undertaking 
business internationally. That is, switching between two cultures may become 
essential to transnational entrepreneurs who are embedded in two cultures, as their 
entrepreneurial activities are carried out mainly in the host and home countries (Drori 
et al., 2009). The bicultural switch was highlighted by the 1.25 generation cohort. 
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The reason may be the length of stay in both the home and host country. The 
influence of the length of stay in the host culture on immigrants’ cultural adaptation 
has been found in several empirical studies (e.g., Ward et al., 1998). However, the 
length of stay in the home country may also influence immigrant entrepreneurs being 
capable of dealing with co-ethnic customers. A good example is a 1.25 generation 
participant with an accountancy business who reported the capability of switching 
different business practices to please customers; however, she still followed 
Australian rules to perform her business:  
After all, I came to Australia when I was 14 years old. I’ve still lived in 
China for many years. So, it is easier to me to switch the way of doing 
business with different customers from different backgrounds. For example, 
when I meet Chinese customers, I might talk with them some renqing 
(favour). After all, we are doing business in Australia, so we have to write 
everything that is required into the contract… You know to switch the way 
of doing business. (F11, 32, G1.25) 
Renqing, which is a favour in traditional Chinese business, means a resource 
that an individual can present to another as a gift in the course of social interaction 
(Gabrenya Jr & Hwang, 1996). As renqing is the key to maintaining a guanxi 
(relationship), the consequence in the application of the renqing rule becomes an 
input to the evaluation of future guanxi relationships (Wang, 2007). At this point, it 
is expected that if an immigrant business targets Chinese markets, it may require 
immigrant entrepreneurs to switch from Australian business practices to apply a 
Chinese business practice in order to build a long-term relationship. Regarding 
Australian business practices, respondents acknowledged that they needed to abide 
by the law, as they thought the Australian business culture was fair, simplified, and 
ethical. Thus, immigrant entrepreneurs require multiple strategies that fit different 
sociocultural business boundaries. A good example is a 1.25 generation participant 
who explained how he was capable of using different business strategies to fit into 
two cultures.  
Because you can adapt in both ways. Do Australian and you just use your 
knowledge and experience about Australian business culture, then with 
Chinese, you go back to pretend to be more Chinese, rapport, so building 
relationship from the dining table instead of from a meeting room.  Instead 
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of beer and wine, you start with a coffee in Australian culture. Things like 
that, you become more flexible. (M2, 38, G1.25) 
It is clear that some of the 1.25 generational cohort were well adapted to two 
cultures, as they reported they could take bicultural actions to fit into two cultures. 
For example: 
Like, people in Australia don’t really work that often, and people are getting 
back to [you] very slow… I have to push them very hard… I can act like a 
Chinese and I can act as Aussie. (M1, 25, G1.25) 
In addition, one 1.0 generation participant suggested that the application of 
bicultural switch can relate to using one cultural practice to apply for another culture. 
That is, the ethnic business practice can apply to non-ethnic people. This participant 
described how she was capable of using an element of Chinese culture for Australian 
customers.  
Some Australian customers usually go to bed before 9pm, but I will send 
them a picture by WhatsApp to tell them we are drinking coffee in the office 
at 11pm to help you get your tax refund. Because you give us the work in the 
last minute. The other day when he wakes up, he sees it, and feels sorry. 
Then next time he probably will give us a few months before the deadline. 
This is a way of using Chinese culture. (F4, 41, G1) 
The 1.5 generation respondents evaluated their bicultural flexibilities more 
through an understanding level rather than an action level. Sometimes there may be a 
struggle when switching between two cultures, for example: 
There’s a constant fight between my Chinese background and my Australian 
background. (F3, 28, G1.5) 
Thus, the 1.5 generation cohort may not be confident in switching between 
doing business in the two cultures.  
Bicultural integration 
All three generational cohorts highlighted the capability of bicultural 
integration as important. An integration of two cultures can be found by 
distinguishing the weaknesses and strengths of two cultures. A good example is a 1.0 
generation participant who started his business from scratch and described the 
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method of training employees, which displayed a capability of the integration of two 
cultures: 
In terms of cross-cultural capabilities, we have to accept Australian good 
aspects. Including their life quality… In our training course, we also teach 
our employees that they should make a balance between work and family… 
we get a balance from Australian culture… But you can’t over-balance it, 
otherwise you become lazy or take no responsibility. Or you don’t care for 
others. This is the disadvantage of Western culture. Some Chinese pursue 
(materials), and no responsibility, so that they ignore others. This is the 
disadvantage of Chinese culture. (M10, 52, G1) 
An integration of two cultures also relates to a capability of integrating the 
strengths of the two cultures. A 1.5 generation participant displayed her capability of 
bicultural integration by highlighting her business plan of leveraging both cultural 
strengths, that is, the Chinese culture makes her ambitious and the Australian culture 
makes her ethical:  
Like the Chinese culture, I think, makes me very, like, ambitious and very, 
like, hardworking… then [the] Australian culture makes me want to make 
this a good work environment… still kind of, like, do good things with the 
business… not just focus on growth, but actually think about the impact I’m 
making. So, we still sponsor our charity… my long-term goal is when we 
have our own factories, to have really good working conditions, and I think 
that’s the Australian side of me… that’s a mesh of the two together. (F1, 29, 
G1.5) 
Some in the 1.25 generational cohort also indicated that integration refers to an 
understanding of different people’s needs and thinking in order to take appropriate 
actions. That is, a knowledge of both cultures may assist their capabilities to 
undertake bilateral trade or transnational business (Drori et al., 2009). An example is 
a 1.25 generation participant who was a real estate developer and demonstrated his 
capability of taking integrated actions for two cultural groups:  
I am always doing business with two cultural background groups. That is to 
say, my advantage is I can understand what they want. But I can understand 
both of them in a very short time and tell B what A wants. Because I 
understand two cultures, I know both of their thinking. I can tell B what the 
real meaning of this sentence is. I can correctly tell A what B wants. If A 
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wants to do business with B, I will tell A, “You should do this”. So, I usually 
do this matching contacts between them. (F5, 40, G1.25) 
Such a capability of bicultural integration seems to give immigrant 
entrepreneurs a comparative advantage over non-immigrant entrepreneurs. 
Specifically, being bicultural seems to increase their self-efficacy, which means they 
are likely to take risks in international business. The bicultural integration appears to 
be associated with their international entrepreneurial orientation. Entrepreneurial 
orientation refers to a firm’s innovation, proactiveness, and risk taking (Wiklund, 
1999), with explicit entrepreneurial aspects of decision-making styles, methods, and 
practices (Wiklund & Shepherd, 2003, 2005). For example, a 1.0 generation 
participant emphasised the capability of bicultural integration, which offers 
confidence to immigrants to undertake a bilateral trade: 
Actually, Chinese are very smart… because we know Chinese culture, we 
can bring something good from China to Australia. And because we stay in 
Australia, so we know Australian culture… This is why lots of immigrants 
are doing business in international trade or export or culture exchange… 
Because everyone who does business will choose something he is good at. 
Where is your advantages over others? So, our advantage is we are not only 
Chinese but also Australian. (F10, 33, G1) 
Such capability of bicultural integration seems to encourage immigrant 
entrepreneurs to become the middleman, even for Australian businesses. For 
example, a 1.0 generation participant described the middleman role in facilitating 
businessmen from both cultures:  
I think my bicultural flexibility can help me do business in Australia. 
Because some people (in Australia) want to do business with China. So, I am 
actually a middleman. They can reach me or use me to attain a certain 
goal… Chinese might think they are in Australia, they want to attend some 
local business events. So, I can invite them to attend some local events or 
conferences. At this point, I think my bicultural flexibility can be an 
advantage. (M6, 31, G1) 
Bicultural integration also demonstrates that the individuals know the 
boundaries of the two cultures, so that they do not break the rules of either. For 
example, a 1.0 generation participant reported a capability of balancing of two 
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cultures was necessary to operate in dual environments, he stated his bicultural 
flexibility with his bottom line:  
I think I am a bicultural flexibility entrepreneur. But I have my own rules, I 
would not break my rules. I would not be like Chinese who is that ‘flexible’. 
I am flexible as long as I am not breaking my rules. (M11, 58, G1) 
The reason may relate to business ethics. For example, some Chinese business 
men may explore legal loopholes for profits, or resist official governance and 
regulations (Chan, Cheng, & Szeto, 2002). This differs from the Australian business 
environment, which is generally perceived to be a relatively corruption-free (Brand 
& Slater, 2003). Therefore, Chinese immigrant entrepreneurs may be required to 
balance their behaviours and perception more ethically.  
However, some of the 1.0 generational cohort suggested that the capability of 
bicultural integration should relate more to the home culture, as they thought it was a 
competence. For example:  
There are no boundaries between countries in the future. It must be a 
globalised world. So, those like us who have bicultural and multicultural 
skills will be very strong… But the problem is you have to maintain your 
culture… Because that is your competence. Whatever your business is, you 
should have a most solid fundamental thing that no one can change it. If you 
want to be assimilated more, you will lose or reduce your own cultural 
competence. Finally, the loss will outweigh the gain. Because something you 
had before is better than others, but then you lost it. (M3, 32, G1)  
This 1.0 generation participant highlighted assimilation, as he thought 
assimilation would mean he would lose his competence. This may be because the 1.0 
generational cohort may be more adapted to the home culture, as they preferred to 
maintain the Chinese culture, while the 1.25 and 1.5 generational cohorts did not 
indicate this.  
4.4 CONCLUSION 
This chapter presented the findings and discussion of Study One. The 
provisional findings addressed all three research questions by explaining Chinese 
immigrant entrepreneurs’ cross-cultural capabilities accounting for the capability of 
psychological adaptation and capability of sociocultural adaptation (RQ1), 
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identifying the impact on business outcomes (RQ2), and exploring the differences 
between individuals and generational cohorts in terms of cross-cultural capabilities 
(RQ3). The discussion of all of the sub-research questions is addressed in Chapter 6. 
The findings of Study One led to the development of a conceptual model of cross-
cultural capabilities (See Figure 4.4). The following chapter discusses the findings 
and discussion of Study Two, which was based on the development of this 
conceptual model.  
 
 
Figure 4.4 - Proposed framework of cross-cultural capabilities for study one 
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Chapter 5: Findings and Discussion of Study 
Two 
5.1 INTRODUCTION 
The previous chapter displayed and discussed the results of Study One, 
highlighting the entrepreneurial cross-cultural capabilities required by immigrant 
entrepreneurs to successfully engage in cross-cultural business environments. This 
chapter provides the findings of the Q-methodology study to uncover clusters of Chinese 
immigrant entrepreneurs as a basis for understanding cross-cultural capabilities. As 
explained in Chapter 3, Q methodology was viewed as the most appropriate exploratory 
technique to discover the subjective viewpoints or abilities of diversified immigrant 
entrepreneurs. More specifically, the aim of Q methodology was to apply factor 
analytical techniques to discover resulting clusters that characterised the subjective 
expressions of the participants. To clarify, clusters relate to groups of participants, 
whereas factors relate to similar viewpoints. That is, Q methodology was able to 
compare statement scores across clusters of participants with similar viewpoints 
(factors) (Valenta & Wigger, 1997). Thus, the purpose of this study was to find the 
answer to the research question: 
RQ4: How can immigrant entrepreneurs be clustered in terms of cross-cultural 
capabilities? 
Initially, this chapter displays an interpretation of the emergent factors and 
consensus statements across all factors. A discussion and analysis of the emergent 
factors and a taxonomy of immigrant entrepreneurs in terms of cross-cultural capabilities 
are then provided.  
5.2 INTRODUCING THE EMERGENT FACTORS 
The decision about the final number of factors for interpretation was based on: 1) 
the standard requirement of an eigenvalue in excess of 1.0; 2) having a minimum of two 
Q sorts loading significantly on that factor; and 3) each factor offering a clear, distinct, 
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and theoretically meaningful viewpoint on cross-cultural capabilities (Brown, 1980; 
Stenner et al., 2015; Watts & Stenner, 2005a). For ease of clarification, the results and 
discussions of Study Two are supported by tables and figures within Q methodology’s 
analytical software files (PQmethod 2.35), which contain:  
• The factor matrix: outlining which participants and the extent associated with 
each factor (See Table 5.1).  
• The normalised factor scores for each factor: offering idealised Q sorts against 
each factor, displaying how far each statement is from the sort’s centre;  the 
factor array is viewed as the most important aspect to explain emergent 
factors, as it is able to differentiate the item ranking across factors, with the 
ranking indicative of the viewpoints of participants from strongly disagree (-3) 
to strongly agree (+3) (Watts & Stenner, 2012) (See Appendix J). Factor 
arrays were generated from the Q-factor matrix.  
• The distinguishing statements (displayed in each factor’s interpretation) and 
consensus statements for each factor (See Section 5.3) which demonstrate the 
statements ranking significantly between factors and those ranked differently 
by any factor (Webler, Danielson, & Tuler, 2009, p. 31).   
Additionally, the factor interpretation considers the descending array of difference 
between factors provided by the specific statements that ranked most differently in order 
to clarify the differences. Each numerical aspect of the Q methodology is explained in 
more detail in each section. Furthermore, the crib sheets presented in the appendices also 
contribute toward the understanding and interpretation of factors. The crib sheet (See 
Appendix K) is regarded as a way of ensuring that nothing obvious gets missed or 
overlooked, which could provide a wider system for interpretation (Watts & Stenner, 
2012). 
By employing these processes, the researcher determined five factors (with total 
variance of 43% and 34 loadings). As suggested by Watts and Stenner (2012), a total 
study variance of above 35% is considered to be a sound solution, suggesting the 
promise for the five factors identified here. Each factor had more than a two Q sorts 
significantly load. It is noteworthy that six other factors were originally identified with 
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eigenvalues greater than 1.0; however, some factors did not have at least two significant 
loading Q sorts and some of their explained variances were low, which caused their 
interpretability to be unclear. The interpretation of Study Two is provided in the next 
section. 
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Table 5.1 - The factor matrix 
 Factor
Participant 1 2 3 4 5 
1 0.3212 0.5652X 0.0168 0.2538 0.3942 
2 0.6994X 0.1242 0.0416 0.3738 -0.1067 
3 0.4444X 0.0337 0.1257 0.3125 -0.0293 
4 0.323 0.2068 0.0986 0.6368X 0.334 
5 0.2698 -0.0859 0.1424 -0.0099 0.7650X 
6 0.1983 0.3914 0.2968 0.6645X 0.0318 
7 0.4086 0.5595X 0.1944 0.3601 -0.2301 
8 0.0657 0.1533 0.0517 0.6624X -0.1086 
9 0.4245 0.1532 0.5223X 0.2385 0.0992 
10 0.0837 -0.2101 0.4756X 0.2219 -0.3584 
11 0.0583 0.2925 0.5006X 0.3192 0.2073 
12 0.1304 -0.2969 0.2161 -0.2296 -0.4819X1 
13 -0.0158 0.4182 0.5464X -0.0841 -0.2537 
14 0.5587X 0.4239 0.164 0.2545 0.0401 
15 0.2433 0.6302X 0.0979 0.1429 0.0216 
16 0.4811X 0.0228 0.3082 -0.0789 0.2159 
17 0.08 0.7335X 0.2127 0.1192 -0.002 
18 0.5365 0.4927 -0.1109 0.0985 0.1303 
19 -0.0102 0.0809 0.1478 0.6974X -0.0618 
20 -0.0311 0.5839 -0.1139 0.4709 0.0229 
21 0.6369X -0.1039 -0.1573 0.3307 0.1011 
22 0.2924 0.0043 0.6385X 0.3368 -0.0154 
23 0.4138 0.1355 0.1695 0.1891 0.5369X 
24 0.3197 0.2541 0.2064 0.6156X 0.1874 
25 0.215 0.5182X 0.0143 0.3095 0.423 
26 0.1532 -0.3668 -0.0789 0.4082 -0.0959 
27 0.5780X 0.3609 0.1633 0.2142 0.0339 
28 0.5722 0.0881 0.5355 0.2928 0.0063 
29 0.1505 0.3932 -0.0316 0.286 0.1606 
30 0.6753X 0.1278 0.2388 0.0637 -0.0017 
31 0.4616X 0.4191 0.0868 -0.0427 -0.4015 
32 0.1798 0.3847 0.3875 0.4291X -0.0282 
33 0.5528X 0.1241 0.2761 0.2693 0.3087 
34 0.2492 0.0653 0.211 0.6945X 0.1799 
35 0.0086 0.4089 -0.3055 0.2973 -0.2028 
36 -0.0722 0.1048 0.7315X 0.2171 0.1758 
37 0.2415 -0.0197 0.6022X -0.0336 -0.002 
38 0.2063 0.5218X 0.2144 -0.0371 0.2416 
39 0.4942X 0.1606 0.264 0.1913 0.2885 
40 0.1841 0.1628 0.3183 0.4680X 0.213 
Eigenvalue 5.2 4.8 4 5.2 2.4 
% expl. Variance 13 12 10 13 6 
Cases 10 6 7 8 3 
Gender:  Female 3 4 1 6 3 
                Male 7 2 6 2 - 
X=a defining sort 
                                                 
 
1 “The negative viewpoint is ordinarily achieved through interpretation of a factory array that is the mirror 
image or direct opposite of that created for the positive viewpoint” (Watts & Stenner, 2012, p. 165). 
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5.3 INTERPRETATION OF THE FACTOR ARRAYS IN THE Q SORTS  
The study presented in this chapter adopted the approach to factor interpretation 
suggested by Watts and Stenner (2012), which applies abductive logic and advocates a 
narrative style with relevant demographic information (See Table 5.2). The narrative 
style is recommended in interpretation, as it can link and order relevant items together to 
create a unified description of the factor’s viewpoint (Watts & Stenner, 2012). Thus, the 
interpretation of the five factors adopts a narrative style, they are discussed in more 
detail, followed by a brief discussion. As discussed in Section 3.6.3, the factor analysis 
identified five main discourses from the generated factor arrays. These were named by 
their distinguishing cross-cultural capabilities in factor arrays as: challengers (cluster 1), 
integrators (cluster 2), pragmatists (cluster 3), optimists (cluster 4), and assimilators 
(cluster 5). These five clusters of participants with similar viewpoints (factors) were 
produced by comparison of statement scores. The interpretation of Q methodology 
highlights the holistic procedure to “distinguish it from the atomistic (by variable or by 
item) methods and approaches” (Watts & Stenner, 2012, pp. 148-149, emphasis added). 
That is, the whole viewpoint should be the principal rationale in interpretation. Thus, the 
role of the researcher is not to delete views of the participants, but to focus on the 
constructions themselves (Stainton Rogers, 1995).   
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Table 5.2 - Q methodology: Descriptive statistics of participants 
 
Length of 
stay 
(Mean) Gender  Target Markets  Frequency back to China 
  M F  China AUS both  Almost never 1-2 3-5 5-8 
Cluster 1 Challengers 8.6 70% 30%  30% 40% 30%  - 50% 50% - 
Cluster 2 Integrators 14.7 33% 37%  - 50% 50%  - 100% - - 
Cluster 3 Pragmatists 9 86% 13%  14% 86% -  43% 14% 29% 14% 
Cluster 4 Optimist 12 25% 75%  26% 63% 13%  - 75% 13% 13% 
Cluster 5 
Assimilators 
23.5 - 100%  33% 66% -  66% 33% - - 
Overall 13.6 43% 51%  21% 61% 19%  22% 54% 18% 5% 
 Local customers  Firm size  Arrival of age 
 None Less than 20% Less than half Above half  Micro Small Medium  1.0 1.25 1.5 
Cluster 1 
Challengers 
- 40% 20% 40%  20% 20% 60%  90% 10% - 
Cluster 2  
Integrators 
- - - 100%  50% 37% 16%  100% - - 
Cluster 3 
Pragmatists 
- 29% 14% 57%  57% 14% 29%  71% 29% - 
Cluster 4 
Optimists 
13% - 25% 63%  25% 50% 25%  25% 75% - 
Cluster 5 
Assimilators 
- - 33% 66%  66% - 33%  33% 33% 33% 
Overall 3% 14% 18% 65%  44% 24% 33%  64% 29% 7% 
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5.3.1 Cluster 1: Challengers 
According to Table 5.1, cluster 1 had an eigenvalue of 5.2 and explained 13% of 
the study variance. Ten participants were significantly associated with this cluster. Seven 
were male and three were female. The average length of stay was 8.6 years. The 
distinguishing statements for challengers are presented in Table 5.3 and the factor array 
is displayed in Table 5.4. In addition, the crib sheet presented in Appendix K also 
provides understanding and interpretation of this cluster.  
Full interpretation of cluster 1: Challengers 
These immigrant entrepreneurs had some emotional conflict relating to culture 
when they undertook business in Australia (3:-2). They tended not to forgive or tolerate 
when they had such an emotional conflict (2:-1). They did not feel lonely when they 
were alone living in Australia (4:-2). They seldom had stress in dealing with cultural 
differences (42:0). They did not have stress in dealing with Australian customers and 
business partners (41:-1; 38:-2). 
To some extent, these entrepreneurs did not have strong positive attitudes. It seems 
that they did not easily accept the Australian culture (45:-1); think cross-cultural 
capabilities could conquer difficulties (46:-1); or believe their efforts could be paid back 
with respect from Australians (48:-1). If their businesses failed, they definitely would 
not accept financial support from the Australian government (47:-3). They thought that 
Chinese do not lack cross-cultural capabilities, like being capable of humour (20:-3). 
When they went to back to China, they did not experience reverse culture shock (28:-1).  
When it comes to business, they thought a bicultural background could make them 
useful as mediums and help their businesses (37:+1). Compared to Australians, they 
thought they had more Chinese thinking, compared to Chinese, they thought they had 
Australian thinking (29:+1). They considered this to be an advantage of being bicultural 
(30:+1), and bicultural thinking actually made them ambitious and ethical (26:+1). They 
perceived that they were middlemen who had significant relationships in both countries, 
for example, networking (32:+2). They recognised themselves as bicultural flexible 
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entrepreneurs; however, they were also cautious about the extent of that “flexibility”. 
That is, they would not break their own rules (34:+3). 
Regarding the learning culture, they thought learning capability was important 
(9:+2), and that social skills were very important for them to learn (24:+2), and they 
thought they were capable of learning culture (6:+2). However, it may be not easy for 
them to act like local Australians (31:-1).  
These immigrant entrepreneurs also agreed that language skills are an important 
and critical factor for undertaking business in Australia (22:+3; 16:-2). They believed 
language skills were a good way to build trust and rapport (23:+1). But undoubtedly, 
they agreed it would be difficult for people who cannot speak English in Australia, even 
though they could ask for help from translators or interpreters (19:+3). When they were 
performing business, it seems that they could get along with Australians and Chinese by 
speaking two languages (21:+1). They did not feel stressed when they were speaking 
English, and they were unlikely to use translating machines to make themselves clear 
(40:+2; 17:-1).  
Having offered the narrative above, it is apparent that the diversified immigrant 
entrepreneurs in this male dominated group valued a number of bicultural capabilities, 
language ability, and learning capabilities over and above positive attitude and emotion 
management capability. The purpose of this study was to develop clusters to understand 
cross-cultural capabilities in immigrant entrepreneurship, it was therefore necessary to 
examine these capabilities in order to be profiled against factor 1. Precisely, the 
relationship between types of cross-cultural capabilities can be symbolised by means of 
the (hypothetical) conceptual diagram portrayed in Figure 5.1, below. A conceptual 
diagram can provide an overall understanding of the viewpoints that emerge from a 
particular study (Watts & Stenner, 2005b, 2012). The diagram stems from the 
distinguishing statements (Table 5.3), the crib sheet (Appendix K), and factor array of 
summary statements (Table 5.4), which is highlighted by different types of cross-cultural 
capabilities with different colours (Table 5.5).  
The conceptual diagram (Figure 5.1) of this male dominated group demonstrates 
visually that bicultural capability, learning capability, and language capability were 
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valued higher than the other capabilities. Furthermore, the emotion capability 
represented is displayed to be low, as this group seemed to experience some emotional 
conflict relating to culture. Their attitude seems to not be very positive, which again can 
be evidenced by the distinguishing statements. Moreover, a review of each factor in 
terms of this conceptual relationship is also displayed in Appendix L to make the 
relationships even more obvious.  
 
Table 5.3 - Distinguishing statements for cluster 1 
  Factor Arrays 
Item 
number Statements 1 2 3 4 5 
32 
I have bi-connections, such as networking. Bi-connections are very 
important, as these connections are like the role of middleman. 
(Bicultural) 
2 0 0 0 0 
6 I think I am absolutely capable of learning a new culture over time. (Learning) 2 3 0 0 0 
29 
I feel cross-cultural capability is bicultural thinking. Compared to 
Australians, we have more Chinese thinking. However, compared 
to Chinese, we have Australian thinking. It is an advantage. 
(Bicultural) 
1 -1 -1 0 -1 
45 
 
It is useless to reject the Australian culture if you are living in the 
Australian system. It will only make it painful for you if you do 
that. (Attitude) 
-1 1 3 2 1 
20 I think Chinese, for the most part, lack a particular cultural ability, for example, being humorous. (Bicultural) -3 -2 -2 -1 -2 
47 
I 100% thank the Australian government, because if my business 
fails, I can get money from Centrelink. The Australian government 
can give me my dignity. (Attitude)
-3 -1 -2 0 -1 
Wording in parentheses denotes the types of cross-cultural capabilities. Emotion = Emotion management capability; 
Attitude = Positive attitude capability; Learning = Cultural learning capability; Language = Language capability; 
Bicultural = Bicultural flexibility capability
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Table 5.4 - Factor array for cluster 1 (summary of statements) 
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Table 5.5 - Factor array of cluster 1 with highlighted types of cross-cultural capabilities (summary of statements)
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Figure 5.1 - The relationship between types of cross-cultural capabilities (cluster 1) 
 
5.3.2 Cluster 2: Integrators 
Cluster 2 had an eigenvalue of 4.8 and explained 12% of the study variance. Six 
participants were significantly associated with this cluster. Four were female and two 
were male. The average length of stay was 14.7 years. The distinguishing statements for 
this cluster are shown in Table 5.6. Moreover, the crib sheet presented in Appendix K 
provides further understanding and interpretation. 
Full interpretation of cluster 2: Integrators 
These immigrant entrepreneurs perceived themselves to be biculturally flexible 
entrepreneurs, even though they had their own rules (34:+3). These immigrant 
entrepreneurs may sometimes not have seen bicultural thinking as an advantage (29:-1; 
30:-1), but bicultural backgrounds essentially benefitted their businesses, which made 
them mediums between the two cultures (37:+1). They were capable of communicating 
effectively with both Australians and Chinese in order to establish a good relationship to 
get a good price (36:+1).  
They were capable of speaking two languages perfectly, which helped them get 
along with both Chinese and Australians (21:+2). Regarding their English proficiency, 
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they did not feel any stress when they spoke English (40:-3). However, their main skill 
may not have been communicating with local Australians (12:-1). They considered that 
doing business with a country that does not speak the same language as their mother 
tongue may not be so hard (22:-1). Language may be important, but it was not a critical 
tool (16:+1). If people could not speak English, they could seek help from co-ethnic 
agents or translators (19:-1). Such help from others would not influence understanding 
(14:-1). In their companies, they did not require everyone to speak English (15:-3).  
They were very capable of learning culture over the years (6:+3). They did not 
agree that adapting to a new culture was difficult for them (10:-3). They displayed a 
willingness to learn a new culture (7:+2), such as learning Australian societal culture 
(11:+2). They believed it was necessary to be open-minded to culture in order to build 
cross-cultural capabilities (44:+1). They liked the Western culture (25:-2), but were not 
sure if they were capable of joining mainstream society by learning the culture (8:0), 
they were also not sure if people should make mistakes in the learning process (13:0).  
They held the attitude that all their effort could be paid back with affection and 
respect from local Australians (48:+1). All cultures were seen as equal and they thought 
every culture should be respected (50:+2). They did not experience emotional conflict 
(1:-2; 3:+2) or stress (42:-1) with regards to culture when they were performing business 
in Australia. They did not have stress with their local customers (38:-2). They did not 
think that Chinese lack cross-cultural capabilities (20:-2), even though they had reverse 
culture shock when they went back to China (28:+3). 
With respect to the narrative above, it is evident that immigrant entrepreneurs in 
this female dominated group valued a number of capabilities more than the language 
capability. The language capability tended to be polarised. Again, a conceptual diagram 
(Figure 5.2) shows the relationship of types of cross-cultural capabilities that stemmed 
from the distinguishing statements (Table 5.6), the crib sheet (Appendix K), and factor 
array, with highlighted types of cross-cultural capabilities of summary statements (Table 
5.7).  
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Table 5.6 - Distinguishing statements for cluster 2 
  Factor Arrays 
Item 
number 
Statements 1 2 3 4 5 
34 I think I am a bicultural flexible entrepreneur. But I have my own rules; I 
would not break my rules. (Bicultural) 
3 3 2 0 0 
6 I think I am absolutely capable of learning a new culture over time. 
(Learning)  
2 3 0 0 0 
24 Social skills are very important. It also important to learn local law, 
regulations, and rules. (Learning) 
2 0 2 3 2 
19 Language is important if you want to live in Australia. If you do not speak 
English, or you do not understand, it will be very hard. You can have 
translators, but they will only translate the very basic content to you. 
(Language) 
3 -1 3 1 2 
14 If you cannot speak English, you can make contact with Chinese agents or 
companies, but this might influence your understanding of issues. 
(Language) 
0 -1 0 1 1 
15 In our company, we have a policy that everyone has to speak English. 
(Language) 
-1 -3 0 -2 -1 
Wording in parentheses denotes types of cross-cultural capabilities. Emotion = Emotion management capability; 
Attitude = Positive attitude capability; Learning = Cultural learning capability; Language = Language capability; 
Bicultural = Bicultural flexibility capability 
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Table 5.7 - Factor array of cluster 2 with highlighted types of cross-cultural capabilities (summary of statements)
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Figure 5.2 - The relationship between types of cross-cultural capabilities (cluster 2) 
 
5.3.3 Cluster 3: Pragmatists 
Cluster 3 had an eigenvalue of 4 and explained 10% of the study variance. Seven 
participants were significantly associated with this cluster. This group was male 
dominated, including six males and one female. The average length of stay was 8.6 
years. The distinguishing statements for this cluster are shown in Table 5.8. 
Additionally, the crib sheet presented in Appendix K contributes further understanding 
and interpretation. 
Full interpretation of cluster 3: Pragmatists 
These immigrant entrepreneurs are considered pragmatists because they thought 
people should be capable of adapting to society (5:+3), people should not reject the 
culture where they are living (45:+3), and should have an open-mind set to culture 
(44:+2; 25:+1). However, they were not capable of valuing people from different 
cultures (43:-2). They thought every culture should be respected (50:+2; 9:+2). They 
were proud, and if their businesses failed, they would not accept financial support from 
the Australian government (47:-2). They were not convinced that having cross-cultural 
capabilities could overcome difficulties (46:-1), and were not sure if their effort could 
gain respect or affection from local Australians (48:0).  
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They seemed to have difficulties in psychologically adapting to Australian culture 
(3:-1; 1:+1) and experienced stress when dealing with local Australian business partners 
(42:+1; 41:0). They may have felt lonely living in Australia (4:0). Conversely, they did 
not agree that Chinese lack cross-cultural capabilities (20:-2), and they did not 
experience such stress with Chinese customers (39:-1). 
In addition, they perceived that they had to learn cultural differences (9:+2) and 
social skills (24:+2). They felt they were somewhat willing to learn a new culture (7:+1). 
However, they did not believe learning about the host country’s culture could assist 
them to join mainstream society (8:-3). They were not people who had a strong 
willingness to learn a new culture (11:1; 10:-1) and may not have been particularly 
capable of learning culture over time (6:0; 7+1).  
Regarding bicultural backgrounds, it seems that they may not like both cultures 
(35:-1), even though they considered themselves biculturally flexible entrepreneurs who 
had their own rules (34:+2). The bicultural background helped their businesses in a 
certain way (37:+1). However, they did not consider being bicultural to actually provide 
competence in the globalised world (33:-1). They did not see bicultural thinking as an 
advantage (29:-1; 30:0). Undertaking businesses in Australia and China was the same to 
them (49:-2). It was difficult for them to act like Chinese or act like Australians (31:-2). 
Furthermore, they had reverse culture shock in China (28:+2).  
They did not believe the language skill was the most critical factor (16:+1), even 
though they suggested that language capability was important (19:+3). They tended to 
agree that there were two levels of English abilities (18:+1). They knew it was hard to 
perform business in Australia if people do not speak the same language (22:+1). They 
did not experience stress when using English (40:-3). It seems that they did not have to 
use translating machines to make themselves clear (17:-1). Perhaps this relates to the 
fact that they may have had a policy that required everyone in the office to speak 
English (15:0). However, they did not see the language skill as the best way to build 
mutual trust and relationships (23:-3). 
With respect to the cluster 3 narrative above, it is evident that the emotion 
capabilities tended to be polarised, as the immigrant entrepreneurs in this male 
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dominated group experienced emotional conflict, even feeling stress relating to culture. 
They valued the learning capability most among the sets of cross-cultural capabilities, 
while the emotion capability was viewed as the lowest in value attitude and bicultural 
capabilities were perceived as lower than the learning capability, but higher than the 
language capability. This is again demonstrated via a conceptual diagram (Figure 5.3) 
developed from the distinguishing statements (Table 5.8), the crib sheet (Appendix K) 
and the factor array, with highlighted types of cross-cultural capabilities of summary 
statements (Table 5.9), which expose the relationship between types of cross-cultural 
capabilities for cluster 3.  
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Table 5.8 - Distinguishing statements for cluster 3 
Item 
number Statements 
1 2 3 4 5 
5 I think it is not this society that adapts to you. It is you who adapt to the society. (Attitude) 2 1 3 2 0 
45 
It is useless to reject the Australian culture if you are living in the 
Australian system. It will only make it painful for you if you do 
that.  (Attitude) 
-1 1 3 2 1 
44 
It is important not to think: “I’m a Chinese, I do not need to know 
about Australian culture” or, “I’m an Australian, I do not need to 
know about Chinese culture” or, “I’m an Australian Chinese, I do 
not need to know about Indian culture”. If you do this, then you 
would never be able to build up your cross-cultural capability. 
(Attitude) 
0 1 2 1 -3 
25 
There are some Western things that I dislike, but you have to act as 
a Westerner. You have to be easy going. Like “when in Rome, do 
as Romans do.” (Bicultural) 
-1 -2 1 -2 2 
10 I do not have an interest in studying the culture, as it will be too hard to adapt. (Learning) -3 -3 -1 -3 -3 
47 
I 100% thank the Australian government, because if my business 
fails, I can get money from Centrelink. The Australian government 
can give me my dignity. (Attitude) 
-3 -1 -2 0 -1 
43 I value people from different cultures. (Attitude) 2 2 -2 0 0 
31 I can act like a Chinese and I can act as an Aussie. (Bicultural) -1 -1 -2 -1 1 
23 Language is the best way to build trust and rapport. (Language) 1 1 -3 -1 -1 
8 I think doing business in a different culture is helpful. You can learn the culture in order to get in a mainstream society. (Learning) 0 0 -3 1 1 
Wording in parentheses denotes types of cross-cultural capabilities. Emotion = Emotion management capability; 
Attitude = Positive attitude capability; Learning = Cultural learning capability; Language = Language capability; 
Bicultural = Bicultural flexibility capability
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Table 5.9 - Factor array for cluster 3 with highlighted types of cross-cultural capabilities (summary of statements) 
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Figure 5.3 - The relationship between types of cross-cultural capabilities (cluster 3) 
 
5.3.4 Cluster 4: Optimists  
Factor 4 had an eigenvalue of 5.2 and explained 13% of the study variance. Eight 
participants were significantly associated with this factor. Six participants were female 
and two participants were male. The average length of stay was 12 years. The 
distinguishing statements for this factor are shown in Table 5.10. Furthermore, the crib 
sheet presented in Appendix K contributes further understanding and interpretation. 
Full interpretation of cluster 4: Optimists 
These immigrant entrepreneurs are considered optimists because they believed 
having cross-cultural capabilities can conquer problems (46:+1). They thought people 
should make an effort to culturally adapt to a society (5:+2), as it was useless to reject 
the culture you were living in (45:+2). They saw that their little efforts could be paid 
back to them with more affection and respect from Australians (48:+1) and considered 
that they could get financial support from the Australian government if their businesses 
failed (47:0).  
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They also indicated a positive attitude towards learning new cultures (7:+2; 10:-3), 
for example, being capable of learning the Australian culture (11:+2). They thought 
people should learn cultural differences (9:+3). They believed the capability of learning 
a new culture could help people join mainstream society (8:+1). They held an attitude 
that people should be open-minded to other cultures (44:+1), and every culture should be 
respected (50:+3). Regarding the learning process, they disagreed that people should 
make mistakes to learn culture, as it may not be as effective (13:-3). 
They believed that bicultural people would be very strong in the future as it will be 
a globalised world without boundaries between countries (33:+2). These immigrant 
entrepreneurs seemed to like both the Australian and the Chinese culture (35:+1), even 
though they were not sure if bicultural thinking could be an advantage (29:0; 30:0); 
however, they believed their bicultural backgrounds helped their businesses (37:+1), for 
example, getting a better price by effectively communicating with Australians and the 
Chinese (36:+1). It is unlikely they would have reverse culture shock when they were 
back in China (28:-1). However, their bicultural flexibility may not be very proficient, as 
they were not sure if they were biculturally flexible entrepreneurs (34:0).  
They did not have emotional conflict concerning culture (1:-2), and did not have 
stress from dealing with Chinese or Australians customers (38:-1; 39:-1; 41:-1). They 
did not feel lonely in Australia (4:-1), and did not feel stress when they spoke in English 
(40:-2). However, it seems that they may have experienced little conflict when doing 
business in Australia (3:-1). 
They agreed that the language skill was important and a critical factor to doing 
business (16: -2). There are two levels of language capability (18:+2). They thought it 
was not easy to do business with those that did not speak the same language as their 
home country (22:+1). They also believed that people could get translating help from 
interpreters, but that it would influence their holistic understanding (14:+1; 19:+1). 
However, they did not believe that their main skill was communicating with local 
Australians (12:-1). They did not consider language as the best way to build trust and 
rapport (23:-1) and they do not have policies that enforced speaking English in their 
companies (15:-2). It seems that they did not have to use a translating machine when 
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communicating (17:0), even though their English capability may not have been as 
perfect as their Chinese (21:0).  
In view of the aforementioned evidence, once again it is evident that cluster 4, as a 
female dominant group, valued attitude capability more than other capabilities, 
especially over the language capability. The value of language was placed last. 
Following on from attitude, they valued the learning capability, then bicultural 
capability. Their emotion capability tended to be in the middle, and as interpreted 
previously, they seemed to have experienced little conflict relating to culture. This is 
again demonstrated via a conceptual diagram (Figure 5.4) which was derived from the 
distinguishing statements (Table 5.10), the crib sheet (Appendix K), and the factor array 
with highlighted different types of cross-cultural capabilities (Table 5.11). 
 
Table 5.10 - Distinguishing statements for cluster 4 
  Factor Arrays 
Item 
number Statements 1 2 3 4 5 
9 
When you deal with people from different countries, you feel there are 
some differences between you and them. You have to learn cultural 
differences. You have to respect their cultures. You have to respect their 
indirectness or directness. (Learning) 
2 1 2 3 2 
33 
I think there will be no boundaries between countries in future. It must be 
a globalised world. So, those of us who have bicultural and multicultural 
abilities will be very strong. (Bicultural) 
0 0 -1 2 0 
19 
Language is important if you want to live in Australia. If you do not speak 
English, or you do not understand, it will be very hard. You can have 
translators, but they will only translate the very basic content to you. 
(Language) 
3 -1 3 1 2 
13 
You actually learn culture from making mistake(s). The more times you 
experience it, the more effective you can improve your cross-cultural 
capabilities. (Learning)  
2 1 2 3 2 
Wording in parentheses denotes types of cross-cultural capabilities. Emotion = Emotion management capability; 
Attitude = Positive attitude capability; Learning = Cultural learning capability; Language = Language capability; 
Bicultural = Bicultural flexibility capability
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Table 5.11 - Factor array for cluster 4 with highlighted types of cross-cultural capabilities (summary of statements)
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Figure 5.4 - The relationship between types of cross-cultural capabilities (cluster 4) 
 
5.3.5 Cluster 5: Assimilators 
Cluster 5 had an eigenvalue of 2.4 and explained 6% of the study variance. Three 
participants were significantly associated with this cluster. The average length of stay 
was 23.5 years. The distinguishing statements for this cluster are shown in Table 5.12. 
Likewise, the crib sheet presented in Appendix K provides further understanding and 
interpretation. 
Full interpretation of cluster 5: Assimilators 
These immigrant entrepreneurs agreed that Chinese lack cross-cultural 
capabilities, for example, being humorous (20:+2). It is expected that they would 
experience reverse culture shock in China (28:+1). However, they considered 
assimilators, as their main skill is presenting themselves to local Australians (12:+1). 
They believed the capability of speaking two languages perfectly enabled them to get 
along with Australians and the Chinese, which helped their businesses (21:+1). Perhaps 
this may relate to the fact they believed that the language skill was an important and 
critical factor for doing business (16:-3). If people lacked English capability, they 
thought it would influence their understanding, even though they could use translators 
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(14:+1; 19:+2). They did not experience stress when they used English, and they did not 
have to use translating machines to make themselves clear (40:-2; 17:-2).  
These immigrant entrepreneurs demonstrated their passion and interests in 
learning culture (7:+3; 10:-3). Cultural learning capability was seen as very helpful to 
learning cultural differences in order to enter mainstream society (8:+1; 9:+2), such as 
learning social skills (24:+2). They agreed with the notion that people can get learning 
culture capability from making mistakes to improve cross-cultural capabilities (13:+3). 
They also displayed an optimistic mindset to learning Australian societal culture 
(11:+1).  
They did not experience emotional conflict relating to culture when they 
performed business in Australia (3:+3; 1:-1). If they had a culturally emotional conflict, 
they were likely to choose to forgive or tolerate (2:+2). Psychologically, they did not 
feel lonely (4:-2) or experience stress related to culture (42:-1). They did not experience 
stress from their local Australian partners (41:-2).  
Furthermore, they did not consider that cross-cultural capabilities could assist 
them in dealing with difficulties (46:-1). It seems that they may not take initiative to 
adapt to society (5:0). They did not believe that every culture has to be respected (50:-2). 
They did not consider that their little efforts could gain more respect and affection from 
Australians (48:-1). They held the attitude that it was not necessary to know all cultures 
(44:-3).  
They liked both the Australian and the Chinese culture (35:+1), even though it 
seems that they did not have two culture thinking (26:0). They were not sure if bicultural 
thinking or being bicultural was an advantage (30:0; 33:0; 29:-1), for example, whether a 
bicultural background could help their businesses (37:0). They did not have bicultural 
connections (32:0). They were not bicultural entrepreneurs who had their own rules 
(34:0). However, when it came to bicultural action, they became somewhat confident in 
acting as Australians (31:+1). Just as they agreed that “when in Rome, do as Romans 
do” (25:+2). 
Bearing in mind the above narrative, cluster 5 may well be considered the closet 
match to assimilators, who seem more adapted to the host country. In accordance with 
  
Chapter 5: Findings and Discussion of Study Two 157 
the aforementioned narrative of cluster 5, it is apparent that, unlike previous clusters, 
emotion, learning, and language were considered to be right polarised, whereas attitude 
was considered to be left polarised. Again, a review of each cluster’s conceptual 
relationship is also provided in the appendices. These results are again demonstrated via 
a conceptual diagram (Figure 5.5), which was derived from the distinguishing statements 
(Table 5.12), the crib sheet (Appendix K), and the factor array with highlighted types of 
cross-cultural capabilities (Table 5.13). 
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Table 5.12 - Distinguishing statements for cluster 5 
 Factor Arrays
Item 
number Statements 1 2 3 4 5 
13 You actually learn culture from making mistake(s). The more times you experience it, the more effective you can improve your cross-cultural capabilities. (Learning) 1 0 0 -3 3 
20 I think Chinese, for the most part, lack a particular cultural ability, for example, being humorous. (Bicultural)  -3 -2 -2 -1 2 
25 There are some Western things that I dislike, but you have to act as a Westerner. You have to be easy going. Like “when in Rome, do as Romans do.” (Bicultural) -1 -2 1 -2 2 
12 I feel that my main skill is to know that how to communicate with local Australians in terms of presenting myself. (Language) 0 -1 0 -1 1 
31 I can act like a Chinese and I can act as an Aussie. (Bicultural) -1 -1 -2 -1 1 
28 I had a reverse cultural shock back in China. I have to fit in. I have to accept the differences of doing business between China and Australia. (Bicultural) -1 3 2 -1 1 
5 I think it is not this society that adapts to you. It is you who adapt to the society. (Attitude) 2 1 3 2 0 
50 I think every culture has to be respected. Everyone’s faith and religion has to be respected too. (Attitude) 1 2 2 3 -2 
41 I have cultural stress from my local partners. I think we have different thinking. (Stress) -1 0 0 -1 -2 
44 
It is important not to think: “I’m a Chinese, I do not need to know about Australian culture” or, “I’m an Australian, 
I do not need to know about Chinese culture” or, “I’m an Australian Chinese, I do not need to know about Indian 
culture”. If you do this, then you would never be able to build up your cross-cultural capability. (Attitude) 
0 1 2 1 -3 
Wording in parentheses denotes types of cross-cultural capabilities. Emotion = Emotion management capability; Attitude = Positive attitude capability; Learning = Cultural 
learning capability; Language = Language capability; Bicultural = Bicultural flexibility capability 
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Table 5.13 - Factor array for cluster 4 with highlighted types of cross-cultural capabilities (summary of statements) 
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Figure 5.5 - The relationship between types of cross-cultural capabilities (cluster 5) 
 
5.4 DISCUSSION AND ANALYSIS OF THE FIVE CLUSTERS 
The above descriptions identified five distinct shared subjective constructions 
of cross-cultural capabilities in the context of immigrant entrepreneurship. This 
section discusses the similarities and differences across the five clusters based on 
their conceptual diagrams and demographics. A review of each cluster’s conceptual 
relationship and demographics is provided in Appendix L. A model of taxonomy is 
also presented to this end.   
As discussed in Section 5.3.1, the conceptual diagram also offers an overall 
understanding of the perspectives that emerge from a particular study (Watts & 
Stenner, 2005b, 2012). Therefore, it is reasonable to suggest that such space 
diagrams are regarded as a useful means of organising and understanding the 
different clusters behind the scenes and displaying the connections and differences 
that characterise the five clusters. The conceptual space diagram in Figure 5.6 
displays the five perspectives on Chinese immigrant entrepreneurs’ cross-cultural 
capabilities.  
Firstly, the learning capability was generally valued highly across all five 
clusters, while the language capability, attitude capability, and emotion capability 
became bifurcate. Learning capability is important, as adapting to a new culture is a 
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process of learning (Berry, 2003). Cultural learning significantly affects one’s 
effectiveness and ability to gain understanding of communication styles, as well as 
cultural differences (Sam & Berry, 2010). Moreover, people can acquire 
effectiveness in the process of learning to make themselves more adept at adjusting 
to various situations in different cultures (Nguyen & Benet-Martínez, 2012). Thus, 
(cultural) learning capability is perceived as important. This conceptual space 
diagram also shows a heterogeneity to the shared viewpoints of Chinese immigrant 
entrepreneurs in Australia. Their differences are discussed below.  
 
Figure 5.6 - A conceptual space diagram of five clusters in terms of cross-cultural 
capabilities 
Challengers was a male dominated group who valued learning capability, 
language capability, and bicultural capability. One of the important aspects of this 
cluster is the value placed on bicultural capability, including bicultural networking, 
bicultural flexibility, bicultural thinking, and bicultural switch. Another important 
aspect of this cluster is they agreed on language capability, such as the value of 
language importance. The reason they valued bicultural and language in this cluster 
may be because they had Australian business partners or investors, over six out of ten 
in this group had Australian business partners or investors and 50% of their 
companies hired employees who were local Australians. They seemed intensively 
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embedded in two cultures, which required them to be bicultural and constantly 
switch between two languages (Luna, Ringberg, & Peracchio, 2008). In essence, 
language capability is significant to them, which matched two business 
environments, as the language ability served as a tool to bond with others (Hogg & 
Terry, 2000; Sui et al., 2015). That is, language capability can be “an active agent in 
the interaction process between human and social capital” (Piekkari et al., 2014, p. 
106).  
However, people’s cross-cultural capabilities of those with this shared 
perspective may lack emotion capabilities, as they have experienced some emotional 
conflict relating to culture when conducting business in Australia, which means they 
may need to improve their emotion management capability to adapt to the host 
country. In essence, individuals who can resolve cultural differences by themselves 
and experience greater adaptation may be capable of resolving cultural conflict 
(Nguyen & Benet-Martínez, 2012; Ting-Toomey et al., 1991). In addition, they may 
need to improve their attitude capability, as they may lack a positive mindset and 
gratitude for undertaking business in Australia. Evidently, this cluster valued the 
capabilities of sociocultural adaptation (learning, language, and being bicultural) 
more than the capabilities of psychological adaptation (emotion and attitude). It 
seems these two main dimensions are mismatched with each other, which may 
suggest that challengers are action-productive, but lack psychological well-being.  
Integrators was a female dominated group who greatly valued a range of 
capabilities, which included emotion capability, attitude capability, learning 
capability, and bicultural capability over language capability. Their viewpoints on 
cross-cultural capabilities tended to be integrated, which seemed to make them 
become mediums between the two cultures. Integrators are distinct from challengers, 
the relative importance of emotion capability and attitude capability was noticeably 
increased (see in Appendix L). According to the demographics they provided in 
Section 5.2, integrators had a larger percentage of local Australian customers than 
challengers. It is interesting that integrators did not value language as very important 
in undertaking business in the host country. This contradicts studies that highlight 
language skill as a significant tool for integration into the host country (Arrighetti et 
al., 2014; Heath, McMahon, & Roberts, 2001). However, it is noteworthy that they 
perceived their language skills very good, demonstrating that they could get along 
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well with people from both countries. This may explain why language capability may 
not have been a priority to them.  
Another interesting finding is that people from this group went back to the 
home country one or two times per year; however, they encountered reverse culture 
shock in their home country. They may have been unfamiliar with their home 
country because they had been in Australia for a relatively long time. Pragmatists 
and assimilators also agreed that they had reverse culture shock back in China. This 
may suggest that Chinese immigrant entrepreneurs’ cross-cultural capabilities are 
two-directional, rather than a one-directional concept, in which individuals may need 
particular capabilities to adapt to two or more cultures.  
Pragmatists was a male dominated group who valued the learning capability 
most in the cross-cultural capability clusters. However, compared with other clusters, 
pragmatists’ emotional capability was positioned to be left polarised. Pragmatists 
may have lacked emotional capability, as they experienced both emotional conflict 
and stress relating to culture. Therefore, they differed from challengers, as 
challengers only experienced some emotional conflict. Furthermore, it is obvious that 
pragmatists valued a number of emotional, attitude, learning, and bicultural 
capabilities less than integrators. In this regard, it seems reasonable to propose that 
the pragmatists may face more difficulties than challengers and integrators when 
adapting to a different culture. 
Interestingly, from pragmatists’ demographics, the length of their stay in 
Australia (with stay of 9 years) was similar to challengers (with stay of 8.6 years); 
however, their targeted businesses were different. Specifically, over eighty 
percentage of pragmatists’ businesses targeted the Australian market compared with 
only forty percentage of challengers. With more Australian market orientation, but 
equipped with relatively lower cross-cultural capabilities, this may lead them to face 
emotional conflict or stress. However, as pragmatists was a male dominated group, 
this contradicts several studies that have claimed females suffer more stress than 
their male counterparts (e.g., Berry, 1997; Laubscher, 1996).  
Indeed, it is notable that only pragmatists experienced stress relating to culture, 
which contradicts extensive studies on immigrants that have focussed on the effects 
of cultural distance on stress (e.g., Berry, 1997; Redmond, 2000). They identified 
such cultural stress as the “immigrant paradox” (Alegría et al., 2008), which has been 
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revealed as playing a critical role in the first generation immigrants’ mental health 
symptoms, such as depression, anxiety, and somatic (Sirin et al., 2013). The reason 
that the majority of immigrant entrepreneurs in this study experienced less stress than 
other immigrants may be because of their relatively high socioeconomic status, as 
socioeconomic status has been found to influence individuals’ cultural adaptation 
(e.g., Ataca & Berry, 2002; Kuo & Roysircar, 2004; LaFromboise et al., 1993). 
Optimists was a female dominated group who liked both the Australian and 
the Chinese culture, and experienced little emotional conflict while doing business in 
Australia. It is notable that another two male dominated clusters (challengers and 
pragmatists) experienced emotional conflict relating to culture. For these 
participants, it may have been important for them to manage their negative emotion 
and stay emotionally stable, which is seen as an important factor in maintaining 
mental health (Van Oudenhoven & Van der Zee, 2002).  
Optimists valued a number of capabilities, which included attitude, learning, 
and being bicultural. In particular, compared with other clusters, optimists’ attitude 
capability was right polarised, which is valued the most in their set of cross-cultural 
capability. People who tend to be open-minded, with a more positive attitude, may 
have a higher possibility of achieving emotional well-being (Bang & Montgomery, 
2013). This may not explain optimists’ attitude capability, as attitude capability did 
not seem to affect their emotion capability. However, a positive attitude seemed to 
positively influence optimists’ learning and bicultural capabilities, which may 
suggest that attitude influences behaviour (Gertsen, 1990). 
Compared to integrators, which was also a female dominated group, the value 
of attitude capability and language capability of optimists was higher. It also differed 
from challengers, specifically in emotion and attitude, which optimists valued more 
highly. Conversely, challengers valued language much more than optimists, with 
slightly higher value placed on learning and bicultural capabilities. In addition, 
pragmatists and optimists are different. Specifically, optimists valued a number of 
emotional, attitude, learning, language, and bicultural capabilities more than 
pragmatists. As review of each cluster’s conceptual relationship is provided in 
Appendix L. 
Assimilators included only females and was differentiated by their large 
emphasis on emotional, learning, and language capabilities, with a reduced emphasis 
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on attitude and bicultural capabilities demonstrated by the previous cluster narratives. 
In particular, assimilators championed emotion, learning, and language capabilities. 
Moreover, as per the interpretation shown in Section 5.3.5, assimilators seemed to be 
more adapted to Australia than China. This was determined from their agreement on 
several statements, such as Chinese lack of humour, feeling no stress, reverse culture 
shock, and their main skills being to communicate with Australians and to deal with 
Australian customers. Perhaps one of the reasons is that this cluster was made up of 
the 1.5 and 1.25 generational cohorts. This confirms the findings of a study that the 
age of arrival significantly influences assimilation (Kulkarni & Hu, 2014). In 
essence, the 1.5 generation who immigrated between the ages of 6 and 11, and the 
1.25 generation who immigrated between the ages of 12 and 17 were likely to reach 
assimilation, specifically linguistic assimilation.  
Furthermore, it is notable that assimilators’ length of stay in Australia was the 
longest among the five clusters. The length of stay seemed to positively influence 
their assimilation, as they seemed more adapted to Australia rather than China. This 
is in line with several studies on acculturation (e.g., Kuo & Roysircar, 2004; 
Miglietta & Tartaglia, 2009), as the research discovered that the length of stay 
predicts the level of adaptation to the host country (Kuo & Roysircar, 2004).  
Remarkably, assimilators valued attitude and bicultural capabilities lower than 
the other four clusters, particularly attitude capability, which was left polarised. They 
did not hold an attitude that every culture has to be respected. Respect, as previously 
discussed (See Chapter 4), is represented in traditional Chinese cultural values (Fang 
& Faure, 2011). This may suggest that assimilators may not wish to maintain their 
original cultural values (Sam & Berry, 2010).  
As noted, each cluster had a dominant gender loading (except cluster 5, which 
only included females). Gender seemed to have an impact on the shared cluster 
viewpoints of cross-cultural capabilities. In particular, the two male dominated 
clusters (challengers and pragmatists) tended to experience more emotional conflict 
relating to culture than the other three female dominant clusters (integrators, 
optimists and assimilators). In this case, male participants may have lacked the 
capability for emotion management, as they may not have had better psychological 
adaptation than female participants. This finding contradicts a study on immigrant 
youth, which found male immigrants had better psychological adaptation than female 
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immigrants (Berry et al., 2006). The findings of this study also provide insufficient 
evidence to support that females have better sociocultural adaptation than males 
(Berry et al., 2006). 
In summary, the results of Study Two produced findings of Chinese immigrant 
entrepreneurs’ taxonomy in terms of cross-cultural capabilities, which included that 
pragmatists, challengers, optimists, integrators, and assimilators differed from each 
other.  
Assimilators appeared to be more adapted to Australia than China, while 
pragmatists were found to be more adapted to China than to Australia. In addition, 
with the aforementioned evidence that displayed that the capability of psychological 
adaptation and sociocultural adaptation of challengers was mismatched; optimists 
were highly positive; and integrators got along with people from both cultures. A 
taxonomy of the range of views and values that exist on this topic is displayed in 
Figure 5.7, below. 
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Figure 5.7 - A taxonomy of immigrant entrepreneurs in terms of cross-cultural 
capabilities 
The findings regarding these five different groups suggest that in the cross-
cultural contexts immigrant entrepreneurs are not homogeneous. Indeed, there is a 
heterogeneity to the shared cluster viewpoints, which suggests that among immigrant 
entrepreneurs in Australia, at least, Chinese immigrant entrepreneurs place different 
values on different cross-cultural capability clusters that affect adaptation to 
Australia and China. A reflection of this heterogeneity relates to the cross-cultural 
capabilities considered essential to attaining a good business outcome.  This thesis 
recognises that Chinese culture cannot be reduced to simple stereotypes. It also 
acknowledges intra-country cultural differences in terms of the existence of multi 
ethnic country groups (Swanston, 1989), dialects, lifestyles, traditions and customs 
(Cui & Liu, 2000). However, the focus of this research is on Sino-Australian 
difference where there is a wide gap between cultural norms. 
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5.5 CONCLUSION 
This chapter presented the findings and discussion of Study Two. The 
provisional findings in relation to the research question of Study Two were outlined. 
With respect to RQ4 “How can immigrant entrepreneurs be clustered in terms of 
cross-cultural capabilities?” It was found that heterogeneity exists within immigrant 
entrepreneurs in cross-cultural capabilities, and five holistic shared viewpoints were 
identified among participants. They were cluster 1 “challengers”, cluster 2 
“integrators”, cluster 3 “pragmatists”, cluster 4 “optimists”, and cluster 5 
“assimilators”. A further discussion of this research question is provided in Chapter 
6. Furthermore, this chapter emphasised that each of the emergent viewpoints holds 
different values as to the agreement on a number of cross-cultural capabilities. 
Gender and the length of stay seemed to influence the level of adaptation. The 
similarities of the five clusters support that learning capability is important and they 
encountered relatively less stress than immigrants relating to culture. The next 
chapter provides the conclusion of this thesis.    
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Chapter 6: Conclusions 
6.1 INTRODUCTION  
The previous chapter provided the findings and discussions for Study Two. The 
purpose of this chapter is to discuss the findings of the two studies, the overall research 
question, and the sub-research questions. A review of the research purpose is presented 
first, followed by a discussion of the key findings of the two studies and overall research 
question. The contributions to immigrant entrepreneurship and cross-cultural 
psychology, as well as the methods contribution and practical contributions are then 
provided, before addressing the limitations and recommendations for future research. 
Finally, the chapter ends with a conclusion.  
6.2 REVISITING THE RESEARCH QUESTIONS  
This research aimed to answer the following overall question: 
RQ. How important are cross-cultural capabilities for Chinese immigrant 
entrepreneurs?  
To address all of the research questions, two exploratory studies were conducted. 
Study One was designed to answer RQ1, RQ2, and RQ3 by exploring the identification 
of immigrant entrepreneurs’ cross-cultural capabilities, with its business outcomes and 
individual differences. Study Two was designed to answer RQ4 by exploring the 
taxonomy of immigrant entrepreneurs in terms of cross-cultural capabilities. 
• RQ1. How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
• RQ2.   How do cross-cultural capabilities impact on immigrant entrepreneurs’ 
business outcomes? 
• RQ3.   What are the differences between individuals and generational cohorts 
in terms of cross-cultural capabilities? 
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• RQ4:   How can immigrant entrepreneurs be clustered in terms of cross-
cultural capabilities? 
The discussion of the sub-research questions is provided in the next section, 
followed by discussions of the overall question and two studies with extant literature.   
6.3 DISCUSSION OF THE RESEARCH FINDINGS FOR SUB-RESEARCH 
QUESTIONS 
The findings of Study One provide a significant contribution to the current 
understanding of cross-cultural capabilities, particularly in relation to the immigrant 
entrepreneurship context. This section outlines the provisional findings in relation to the 
research questions of Study One. 
6.3.1 Addressing research question one: Immigrant entrepreneurs’ cross-cultural 
capabilities 
RQ1. How do immigrant entrepreneurs perceive their cross-cultural 
capabilities? 
With respect to RQ1, it was found that the majority of immigrant entrepreneurs 
perceived cross-cultural capabilities as important and beneficial to their businesses. 
However, not all of them perceived these capabilities as crucial, mainly in reference to 
language skills in English and the capability to manage stress relating to culture. This 
perception is not in line with extant research that has stressed the importance of 
immigrant entrepreneurs’ language skills (e.g., Azmat & Fujimoto, 2016; Collins & 
Low, 2010; Sui et al., 2015). These immigrant entrepreneurs may have this perception 
because their businesses are ethnic and are targeting Chinese ethnic clients. This is also 
not in keeping with extant research on immigrants that highlights the importance of 
stress and coping (e.g., Berry et al., 1987; Demes & Geeraert, 2014; Searle & Ward, 
1990). This may be due to immigrant entrepreneurs having relatively higher 
socioeconomic statuses than immigrants, as previous research has suggested that 
socioeconomic status influences an individual’s adaptation (e.g., Ataca & Berry, 2002; 
Kuo & Roysircar, 2004; LaFromboise et al., 1993). 
Regarding their cross-cultural capabilities, immigrant entrepreneurs perceived 
these to include the capability of psychological adaptation and capability of sociocultural 
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adaptation. Specifically, the capability of psychological adaptation includes emotion 
management and positive attitude. Emotion management capability refers to managing 
frustration, loneliness, anger, and stress, which are supposed to maintain their emotional 
status. The need for the capability to manage loneliness in Australia was found in both 
Chinese immigrant entrepreneurs whose businesses were successful or “in the dark 
time”, which may suggest constantly maintaining psychological well-being is essential 
during the entrepreneurship journey. Regarding positive attitude, the majority of 
immigrant entrepreneurs perceived it to include valuing diversity, a positive mindset, 
respecting culture, and gratitude. A capability for respecting culture was found to be 
necessary for performing business in Australia, as Chinese immigrant entrepreneurs 
considered such respect to be reciprocal. 
Immigrant entrepreneurs perceived the capability of sociocultural adaptation as 
containing cultural learning, language skill, and bicultural flexibility. Cultural learning 
capability includes learning language, learning social norms, learning business practices, 
and learning intercultural communication skills. The language skills refer to language 
skill in English, language skill in Chinese, and being bilingual. Bicultural flexibility 
contains bicultural switch and bicultural integration, with bicultural switch referring to 
the capability of switching the way of doing business, while bicultural integration relates 
more to the capability of integrating the strengths of two cultures. This finding is 
noteworthy, in that bicultural flexibility is significant to immigrant entrepreneurs whose 
businesses are transnational and differs from the current social capital concept of 
‘bifocality’, which is the “ability to focus on two different social fields” (Patel & 
Conklin, 2009, p. 1050). The summary of findings in relation to RQ1 are shown in Table 
6.1, which also demonstrates that immigrant entrepreneurs’ capability of psychological 
adaptation and capability of sociocultural adaptation are interrelated. 
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Table 6.1 - Summary of findings: Chinese immigrant entrepreneurs’ cross-cultural 
capabilities 
Construct Dimensions Summary of findings from study one 
Immigrant 
entrepreneurs’ 
cross-cultural 
capabilities 
Psychological 
adaptation 
• Emotion management describes immigrant entrepreneurs’ 
capability to manage their emotions relating to culture.  
• Emotion management includes managing frustration, managing 
loneliness, managing anger, and managing stress. 
• Managing stress is not a priority for the majority of immigrant 
entrepreneurs. 
• Gender impacts female immigrant entrepreneurs’ capability to 
manage frustration. 
• Positive attitude describes immigrant entrepreneurs’ attitudes 
regarding culture. 
• Positive attitude includes value diversity, positive mindset, 
respecting culture, and gratitude. 
• Gratitude is highlighted by female immigrant entrepreneurs. 
• Age of arrival impacts value diversity.  
• Positive mindset is associated with the emotion management 
capability.
Sociocultural 
adaptation 
• Cultural learning describes immigrant entrepreneurs learning 
culture that helps them adapt to a culture. 
• Cultural learning includes learning language, learning social norms, 
learning business practices, and learning intercultural 
communication skills. 
• Age of arrival impacts immigrant entrepreneurs’ learning language, 
learning social norms, and learning business practices. 
• Language skill describes immigrant entrepreneurs’ different 
language skill that helps them adapt to a culture. 
• Language skill includes language skills in English, language skills 
in Chinese, and being bilingual, which is influenced by the age of 
arrival. 
• The nature of transnational business impacts immigrant 
entrepreneurs’ bilingual capability.  
• Being bilingual impacts immigrant entrepreneurs’ comparative 
advantage over-non-immigrant entrepreneurs. 
• Language skill is associated with the emotion management 
capability.
• Bicultural flexibility describes how the flexibility of immigrant 
entrepreneurs helps them adapt to two cultures. 
• Bicultural flexibility includes bicultural switch and bicultural 
integration, which is influenced by the nature of transnational 
business. 
• Age of arrival impacts immigrant entrepreneurs’ bicultural switch. 
• Bicultural integration impacts immigrant entrepreneurs’ 
comparative advantage over non-immigrant entrepreneurs. 
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6.3.2 Addressing research question two: Immigrant entrepreneurs’ cross-cultural 
capabilities on business outcomes 
RQ2. How do cross-cultural capabilities impact on immigrant entrepreneurs’ 
business outcomes? 
Immigrant entrepreneurs’ business outcomes contain an individual level (gaining 
respect, building long term relationships, and improving self-efficacy) and an 
organisational level (building multi-cultural organisations, shaping market strategy, and 
reducing transaction costs). Immigrant entrepreneurs’ capability of sociocultural 
adaptation, which includes language skills, cultural learning, and bicultural flexibility, is 
likely to play a role in individual level outcomes, whereas the capability of 
psychological adaptation is more likely to play a role in organisational level outcomes 
(See Table 6.2).  
To be specific, language skills are likely to impact upon an immigrant 
entrepreneur’s ability to gain respect from other people, especially when networking 
with local Australians. Particularly, having a bilingual capability was found to provide 
an advantage over non-immigrant entrepreneurs by reducing transaction costs and 
offering effective communication. Cultural learning capability was also found to assist 
immigrant entrepreneurs to gain respect from others. This finding is consistent with the 
view that the capability of learning intercultural communication skills important to 
develop a shared communication channel, view, and value that impacts on building a 
business relationship (Korac-Kakabadse, Kouzmin, Korac-Kakabadse, & Savery, 2001). 
In addition, Study One also discovered that bicultural flexibility can impact immigrant 
entrepreneurs’ self-efficacy in regards to taking risks in international business. Indeed, 
with their proficient bicultural flexibility, they may be likely to enter international 
markets in which they are culturally and linguistically confident. 
Chinese immigrant businesses in Australia tend to be small businesses (Ho, 2010); 
therefore, the role of the entrepreneurs’ human capital is important for organisations 
(Unger, Rauch, Frese, & Rosenbusch, 2011). Study One revealed that the impact of 
immigrant entrepreneurs’ cross-cultural capabilities on an organisation mainly include 
establishing multicultural organisations, shaping market strategy, providing intimate 
customer service, and reducing transaction costs. In particular, the capability of a 
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positive attitude, such as valuing diversity, was found to impact building a multicultural 
company for venture growth. This is because an attitude that appreciates diversity may 
recognise the full range of skills of multicultural employees, where people from different 
cultural backgrounds may be specialised and professionalised in certain markets they are 
culturally confident with. Such an impact is in line with research showing that valuing 
diversity is associated with market expansion (Cox & Blake, 1991). A summary of the 
findings relating to RQ2 is provided in Table 6.2. 
 
Table 6.2 - Summary of findings: Immigrant entrepreneurs’ cross-cultural capabilities on 
business outcome 
Construct Levels Summary of findings of study one
Cross-
cultural 
capabilities 
on 
business 
outcome 
Individual 
• Language skills assist in gaining respect from others, building 
long-term business relationships and reducing 
misunderstandings and transaction costs. 
• Cultural learning capability assists in gaining respect from 
others and establishing long-term relationships. 
• Bicultural flexibility increases self-efficacy.
Organisation 
• Positive attitude assists in building multicultural organisations, 
shaping market strategies, capturing market demand, and 
understanding customers. 
• Cultural learning delivers appropriate service for customers. 
• Language skills reduce transaction costs.
 
 
6.3.3 Addressing research question three: The individual differences  
RQ3.  What are the differences between individuals and generational cohorts 
in terms of cross-cultural capabilities? 
This thesis discovered intergenerational differences and gender differences among 
first generation immigrant entrepreneurs. Thus, the discussion of individual differences 
is based on the differences between genders and the impact of the age of arrival, which 
created three different intergenerational cohorts, namely the 1.5 generation, the 1.25 
generation, and the 1.0 generation.  
Regarding the intergenerational differences, Study One indicated that the cross-
cultural capabilities of the 1.5 generation cohort made them more adaptive to the host 
culture. That is, their capability of learning a new culture and the capability of learning a 
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new language related more to learning Chinese culture and Mandarin. The English 
language seems to shift to being their “mother-tongue”, while Mandarin becomes their 
second language. They demonstrated that they were not confident in using Mandarin, 
which is in line with findings from past research that the 1.5 immigrant generation 
cohort may not be bilingual (Doolan, 2013). The 1.25 generation cohort, who arrived in 
their adolescent years, between the ages 13 and 17 (Rumbaut, 2004), seemed to be 
different to the 1.5 generation cohort. Compared to the 1.5 generation cohort, they were 
confident in switching the way of undertaking business with Chinese and Australians. 
Interestingly, this group seemed to be the most competent group in bilingual capability, 
with the ability to switch with ease between their mother tongue and second language.  
This finding contradicts Rumbaut (2004), who argued that the 1.25 generation 
cohort is a “vulnerable” group, suffering a relatively more problematic adaptation. In 
addition, the cross-cultural capabilities of the 1.0 generation cohort were different from 
the other two generational cohorts. Study One found that they needed the capability of 
managing emotion, as they needed to manage frustration, loneliness, anger, and stress 
that relates to culture. It is notable that managing loneliness, anger, and stress was only 
found in this cohort, which may suggest the age of arrival in the host country affects 
their emotion management capability. They appeared to be the most disadvantaged 
cohort in terms of English skill proficiency; however, they perceived themselves as 
biculturally flexible entrepreneurs. They were proficient at switching between two 
business cultures and believed this offered an advantage for their businesses across 
cultures. This may be due to the nature of transnational businesses, which required them 
to frequently fly between the host and the home countries (Drori et al., 2009; Terjesen & 
Elam, 2009). Interestingly, only the 1.0 generational cohort highlighted respecting 
culture, as respect is well-rooted in traditional Chinese culture (Fan, 2000). In view of 
the aforementioned evidence, it seems reasonable to propose that the 1.0 generational 
cohort’s cross-cultural capabilities were more adaptive to the home country than the host 
country.  
Cross-cultural capabilities were also found to differ between males and females in 
the sample. Study One found gender differences, specifically in the capability of 
managing frustration and gratitude. To be precise, Chinese female entrepreneurs 
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reported a higher level of frustration than male counterparts due to confusion in regards 
to the public perception on their gender role. A stereotypical image of Chinese females 
may create more hardship for these female immigrant entrepreneurs than male 
immigrant entrepreneurs. This is in line with research that has shown that female 
immigrants tend to have more disadvantages than male immigrants (Raijman & 
Semyonov, 1997). Moreover, Study One found that female immigrant entrepreneurs had 
a higher level of gratitude than male immigrant entrepreneurs. Accumulating evidence 
supports the idea that gratitude is associated with greater psychological well-being 
(Emmons & McCullough, 2004; Wood, Maltby, Stewart, & Joseph, 2008) and helps 
build social relationships (Fredrickson, 2004). In this regard, female immigrant 
entrepreneurs may be expected to derive greater benefits from gratitude than male 
immigrants and may have an advantage in experiencing psychological growth as a 
function of gratitude, which may also explain the findings of Study Two that discovered 
that male immigrant entrepreneurs tended to have more emotional conflict than female 
immigrant entrepreneurs. A summary of the findings relating to RQ3 is provided in 
Table 6.3. 
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Table 6.3 - Summary of findings: The intergenerational differences and gender 
difference in terms of cross-cultural capabilities 
 Summary of findings of study one 
1.5 generation 
(arrived 
between the 
ages 6 and 12) 
• Experienced the least culturally emotional situations, unlikely to have stress 
related to culture. 
• Very positive about doing business in Australia, likely to value diversity. 
• Learning a new culture and a new language means learning the Chinese 
culture and Mandarin. 
• May not be bilingual. 
• May not effectively switch the way of doing business between the home 
and host culture.
1.25 
generation 
(arrived 
between the 
ages 13 and 
17) 
• Emotion management refers mainly to managing frustration, but it is not as 
serious as coping with stress. 
• Likely to value diversity; have a positive mindset and gratitude. 
• Highlighted learning intercultural communicative skills. 
• Likely to be the most competent group in bilingual ability. 
• Confident to switch the way of doing business between the home and host 
culture. 
1.0 generation
(arrived after 
the age of 18) 
• They need to manage frustration, loneliness, anger, and stress that relates to 
culture. 
• Positive mindset to adapting to Australian culture; respect is highlighted; 
value diversity is relatively low. 
• Learning a new culture and a new language means learning the Australian 
culture and English. 
• May be less effective at using English.  
• Perceived themselves as bicultural flexible entrepreneurs. 
Gender 
• Females need more capacity than males to manage frustration because of 
their ethnic gender role. 
• Females tend to show more gratitude than males to other culture or people 
from other culture.
 
6.3.4 Addressing research question four: A taxonomy of immigrant entrepreneurs 
RQ4. How can immigrant entrepreneurs be clustered in terms of cross-
cultural capabilities? 
Study Two produced the findings of a taxonomy of Chinese immigrant 
entrepreneurs in terms of cross-cultural capabilities. The five clusters: pragmatists, 
challengers, optimists, integrators, and assimilators differed from each other. 
Specifically, pragmatists were found to be more adapted to China than to Australia, 
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whereas assimilators seemed more adapted to Australia than China. The capability of 
psychological adaptation and the capability of sociocultural adaptation of challengers 
were mismatched. Optimists were likely to have a high positive attitude and integrators 
could get along with people from both cultures. 
This taxonomy of Chinese immigrant entrepreneurs in terms of cross-cultural 
capabilities offers heuristic value to immigrant entrepreneurship and cross-cultural 
studies researchers. This is in line with the heterogeneous nature of immigrant 
entrepreneurs (Chrysostome & Lin, 2010), showing that research into Chinese 
immigrant entrepreneurs needs a more focused and “individualised” analysis into their 
cross-cultural capabilities. These findings also support several studies that found there is 
a heterogeneity in the immigrant entrepreneurs’ human capital (Anderson & Platzer, 
2006; Pécoud, 2004; Wadhwa, Rissing, Saxenian, & Gereffi, 2007), which will address 
more tailored training programs on cross-cultural capabilities for immigrant 
entrepreneurs to develop certain capabilities they are lacking and strengthen existing 
strengths. 
6.4 DISCUSSION OF RESEARCH FINDINGS FOR THE ADDRESSING THE 
OVERALL RESEARCH QUESTION 
How important are cross-cultural capabilities for Chinese immigrant 
entrepreneurs? 
By addressing the four sub-research questions, this thesis identified Chinese 
immigrant entrepreneurs’ cross-cultural capabilities as including the capability for 
psychological adaptation, which contains emotion management and positive attitude, 
and the capability for sociocultural adaptation, which contains cultural learning, 
language skills, and bicultural flexibility. These cross-cultural capabilities have an 
impact on immigrant entrepreneurs’ business outcomes, which contain individual level 
outcomes, and organisational level outcomes. Chinese immigrant entrepreneurs are 
heterogeneous, and can be clustered as pragmatists, challengers, optimists, integrators, 
and assimilators. Intergenerational differences and gender differences were found in the 
two studies.  
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These main findings suggest that culture has a profound impact on many aspects 
of shared and transmitted implicit behaviours (such as social norms and values) and 
explicit behaviours (such as business practices and language) (Prime, Obadia, & Vida, 
2009). Cross-cultural capabilities are significant for Chinese immigrant entrepreneurs 
who attempt to adapt to the host culture. They can achieve comparative advantage over 
local entrepreneurs by having bicultural flexibility, which was found to be the most 
unique capability as it allowed them to switch between two cultures and integrate the 
strengths of both cultures. The lack of cross-cultural capabilities was found to negatively 
impact on business growth. This finding reflects the work of Ho (2010), who indicated 
that business growth seems to be a problem that challenges most Chinese immigrant 
entrepreneurs in Australia.  
Cross cultural capabilities were also important for Chinese immigrant 
entrepreneurs when returning home, which is in accordance with research about 
individuals’ readapting to their home culture (Solomon, 1995; Szkudlarek, 2010). This is 
because a cultural distance (Kogut & Singh, 1988; Shenkar, 2001) or psychic distance 
(Berry et al., 2010; Johanson & Vahlne, 1977) exists and may create barriers, which may 
suggest that an individual requires the capability to adapt to different cultures. It is 
particularly true for Chinese immigrant entrepreneurs, as both studies revealed that 
Chinese immigrant entrepreneurs experienced reverse culture shock when they returned 
to the home country. Reverse culture shock may be an issue for transnational 
entrepreneurs who undertake businesses in the two countries and frequently fly between 
two countries.  
The issues and challenges that arise upon returning home seem unexpected, as this 
does not support the notion of psychic distance, which is the “sums of factors preventing 
the flow of information from and to the market” (Johanson & Vahlne, 1977, p. 24). One 
explanation may be that some Chinese immigrant entrepreneurs have completed the 
cross-cultural transition to the host country, for example, assimilators. As discovered in 
Study Two, assimilators had cross-cultural capabilities that were more adapted to the 
host country than the home country. Regarding these well-adapted immigrant 
entrepreneurs, they did not wish to maintain Chinese culture, which may suggest a shift 
in their cultural identity. Such an identity shift from the home country to the host 
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country may not be explicitly recognised (Sussman, 2000, 2002), and an identity that is 
closely linked with the host country is negatively associated with re-adaptation to the 
home culture (Szkudlarek, 2010). Thus, the cross-cultural capabilities to adapt to the 
home country are expected to mitigate the variance of suffering reverse culture shock to 
optimise Chinese immigrant entrepreneurs’ performance. 
Cross-cultural capabilities may also be important to a particular generation cohort, 
for example, the 1.5 generation, when they re-enter the home country. This may be the 
case because their mother tongue has shifted from Mandarin to English. Study One 
discovered that they reported a need for the capability to learn Mandarin. In addition, 
their cultural identity had shifted from China to Australia as they reported a need for the 
capability to learn Chinese business practices when entering Chinese markets. To them, 
Australia is more like a home country, while China is more like a host country. It is 
expected that in China they may face “liability of foreignness” (Miller & Parkhe, 2002), 
“cultural distance”, “psychic distance”, or “unfamiliarity costs” (Stevens, Plaut, & 
Sanchez-Burks, 2008). Thus, it is notable that Chinese immigrant entrepreneurs who are 
more adapted to Australia than China need cross-cultural capabilities to adapt to the 
Chinese culture when they re-enter their home country (See Figure 6.1).  
 
Cross-cultural 
capabilities
Entry to 
the host 
country
Cultural 
shifts
language, 
identity
Re-entry 
to the 
home 
country
Cultural 
shifts
language, 
identity
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Figure 6.1 - Chinese immigrant entrepreneurs’ cross-cultural capabilities cross-borders 
 
Based on the aforementioned evidence, the results of this thesis suggest that cross-
cultural capabilities are a two-directional concept for Chinese immigrant entrepreneurs. 
Not only do they require such capabilities to adapt to a host culture, they also need to 
adapt to the home culture. Figure 6.1 illustrates the cyclical model of cross-cultural 
capabilities. This model suggests that when cultural distance is salient, cultural shifts 
may be one of the important factors to evaluate one’s cross-cultural transition, which 
includes one’s language shift and cultural identity shift. That is, when Chinese 
immigrant entrepreneurs complete these cultural shifts in one country, they are supposed 
to obtain and use the cross-cultural capabilities to adapt to the other country. 
6.5 CONTRIBUTIONS  
This thesis identified a specific range of cross-cultural capabilities that are 
required for immigrant entrepreneurs to develop immigrant businesses in host countries. 
Framed within a Sino-Australian context, this research provides researchers with a 
means to conceptualise and specify immigrant entrepreneurs’ cross-cultural capabilities 
by integration with the cross-cultural psychology theory.  
6.5.1 Contributions to immigrant and international entrepreneurship 
The following discussion is based on the three key theoretical contributions to the 
entrepreneurship discipline. That is, deep insight of cross-cultural capabilities, an 
identification of immigrant entrepreneurs’ cross-cultural capabilities, and an 
identification of intergenerational differences among first generation immigrant 
entrepreneurs.  
• (1) Insight of cross-cultural capabilities in immigrant entrepreneurship 
and international entrepreneurship 
Owing to a lack of a broadly accepted definition, cross-cultural capabilities 
have not yet been systematically researched in entrepreneurship studies. Thus, 
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based on the findings of Studies One and Two, this research provides a better 
and deeper understanding of the construct of cross-cultural capabilities in an 
immigrant entrepreneurship context, where immigrant entrepreneurs’ cross-
cultural capabilities are:  
An individual’s set of skills related to an individual’s psychological 
adaptation and sociocultural adaptation leveraged for business success in 
both the home and host countries. The capability of psychological adaptation 
includes an individual’s emotion management and positive attitude, while the 
capability of sociocultural adaptation includes an individual’s cultural 
learning, language skills and bicultural flexibility.  
This definition is based on the findings of two studies, which differ from 
competence as mentioned in Section 2.5.2. That is, the cross-cultural 
capabilities are one of an “inventory of cross-cultural competencies” (Tan 
& Chua, 2003), while competence is more directly relating to performance 
(Johnson et al., 2006). As the antecedent to cross-cultural competence, this 
definition seems to provide a clear scope of differing capabilities and 
competence, as much research seems to misunderstand these definitions or 
treat them in an inaccurate way. The relationship between cross-cultural 
capabilities and cross-cultural competence is displayed in Figure 6.2. 
• (2) Identification of immigrant entrepreneurs’ cross-cultural capabilities  
This thesis specifies the cross-cultural capabilities that relate to immigrant 
entrepreneurs and business outcomes. The cross-cultural capabilities that 
are identified in this thesis are mainly based on psychological adaptation 
and sociocultural adaptation. The capability of psychological adaptation 
includes emotion management and a positive attitude. As discussed in 
Section 2.4.5, a psychological perspective examining immigrant entrepreneurs 
is still lacking (Robertson & Grant, 2016; Singh & DeNoble, 2004); thus, this 
research provides empirical data to fill the research gap by focusing on 
immigrant entrepreneurs’ psychological well-being in the cross-cultural 
context.  
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The identification of the capabilities of sociocultural adaptation also 
contributes to immigrant and international entrepreneurship. This research 
discovered that the capability of sociocultural adaptation includes cultural 
learning, language skill, and bicultural flexibility. As introduced in Section 
2.4.4, current research only focuses on language skills, this research suggests 
other human-cultural capital, specifically referring to cultural learning 
capability and bicultural flexibility, as also being important for immigrant 
entrepreneurs to gain respect, establish relationships with non co-ethnic 
groups, and build self-efficacy. More importantly, this thesis points out 
bicultural flexibility, which is different from the social capital concept of 
“bifocality” (Patel & Conklin, 2009). Bicultural flexibility is defined as how 
immigrant entrepreneurs are able to be flexible between two cultures, 
including capabilities of bicultural switch and bicultural integration. This 
concept provides a human capital lens to explore how immigrant 
entrepreneurs, especially transnational entrepreneurs, are able to balance the 
two cultures that the extant research seems to have left unexamined 
(Robertson & Grant, 2016).  
• (3) Identification of intergenerational differences among first generation 
immigrant entrepreneurs 
Additionally, to the researcher’s knowledge, no immigrant entrepreneurship 
studies have specifically differentiated the intergenerational groups among the 
first generation. Research findings discovered that the age of arrival in the 
host country influences immigrant entrepreneurs’ cross-cultural capabilities, 
and this thesis has demonstrated that the 1.5 generational cohort seem more 
adapted to the host country, the 1.25 generational cohort seem competitive in 
speaking two languages, and the 1.0 generational cohort seem more adapted to 
the home country. However, most comparative research has focused on the 
differences between the first and second generation of immigrant 
entrepreneurs (e.g., Masurel & Nijkamp, 2004; Soydas & Aleti, 2015), which 
seems to conclude that the first generation immigrant entrepreneurs are less 
likely to adapt to the host country. This conclusion needs further 
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consideration, as the 1.5 generation cohort in this research were well adapted 
to the host country. The 1.5 generation cohort, which is largely different from 
the 1.25 and 1.0 generational cohorts, has been largely overlooked in 
immigrant entrepreneurship research. Thus, this research provides empirical 
data to suggest heterogeneity among the first-generation immigrant 
entrepreneurs, which requires more careful and in-depth analysis.  
6.5.2 Contributions to cross-cultural psychology 
The contribution of this research to cross-cultural psychology is based on Study 
Two, which identified a taxonomy of immigrant entrepreneurs in terms of cross-cultural 
capabilities.  
• (4) Development of a taxonomy of immigrant entrepreneurs in terms of 
cross-cultural capabilities  
This research integrated cross-cultural psychology theory to examine 
immigrant entrepreneurs’ cross-cultural capabilities that assist their 
businesses. The findings of Study Two identified five diverse immigrant 
entrepreneur clusters: pragmatists, challengers, optimists, integrators, and 
assimilators, which differs from cross-cultural psychology literature that 
mainly identifies the differences of identity, values, or behaviours changes 
(Berry et al., 2006). Thus, these findings attempt to point out a concept of 
“capability acculturation”, which is different to previous studies, mainly in 
“behavioural acculturation”, “value acculturation”, or “identity-based 
acculturation” (Schwartz et al., 2010). This suggests that acculturation as a 
multidimensional construct is more than behaviour, value, and identity, the 
capabilities for culture are also important in the acculturation process. Thus, 
this research suggests a capability approach should be incorporated into 
acculturation theory, which extends the current cross-cultural psychology 
literature. 
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6.5.3 Contributions to methods in entrepreneurship research  
As discussed in Chapter 3, the Q method is a relatively underutilised technique, 
which proposes an additional methodological contribution related to the use of the Q 
method in the context of entrepreneurship.  
• (5) Utilisation Q methodology in entrepreneurship research 
This thesis provides a description and an empirical presentation of Q 
methodology to display the effectiveness of this method in a study of 
entrepreneurs’ capabilities. Thus, in entrepreneurship studies where capturing 
and classifying individuals’ subjectivity is of increasing importance, Q 
methodology can quantitatively classify the shared aspects of entrepreneurs’ 
subjective viewpoints, experiences, and abilities, characterised as profiles that 
can be qualitatively interpreted by the researcher (Barry & Proops, 2000). 
Therefore, this research provides a way to enhance this interpretive approach 
to the study of entrepreneurs. Thus, in line with these five main contributions, 
the final model with integration of literature and five contributions is 
displayed in Figure 6.2.  
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Figure 6.2 - Contributions of cross-cultural capabilities 
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6.5.4   Practical Contributions 
This thesis also provides practical contributions for addressing current 
Australian migration policy, cross-cultural training, and market targeting. First of all, 
this thesis revealed the heterogeneity of first generation Chinese immigrant 
entrepreneurs in Australia. Particularly, it has identified that Chinese immigrant 
entrepreneurs who arrive in adulthood are likely to be more adapted to China than 
Australia. Given the findings presented, immigrant entrepreneurs’ cross-cultural 
adaptation impacts their businesses, especially business growth. Thus, immigrant 
entrepreneurs must adapt to and be more competitive in the host country. However, 
the current Australian migration policy focuses more on immigrant entrepreneurs’ 
venture capital capability/assets, English skills, or skills related to the nominated 
occupations (Australian Government, 2016). This seems to overlook other cross-
cultural capabilities that have been identified as important in these findings. For 
instance, cultural learning capability, bicultural flexibility, and a positive attitude. 
Thus, this research has the potential to call for more tailored policy initiatives 
through which to engage with Australian immigrant entrepreneurs and facilitate this 
cross-cultural transition.  
Such a tailored policy should also consider cross-cultural training to support 
first generation immigrant entrepreneurs, especially people who have just arrived or 
arrive in adulthood. Moreover, even though managing stress that relates to culture 
was found not to be a priority for first generation immigrant entrepreneurs, a few 
reported feeling lonely in Australia. Thus, the immigrant community should pay 
attention to these entrepreneurs, offer them social support, and undertake 
interventions when necessary.  
Last but not least, this thesis shows that there is a taxonomy of Chinese 
immigrant entrepreneurs in terms of their cross-cultural capabilities, which can assist 
Chinese immigrant entrepreneurs to better target the appropriate markets in the host 
country that match their capabilities.  
6.6 LIMITATIONS AND FUTURE RESEARCH  
Like most research, this research has limitations that can be addressed in future 
research. As such, a discussion of the four key limitations of this research is provided 
in conjunction with directions for future research. The key limitations include (1) the 
  
Chapter 6: Conclusions 189 
context of Chinese immigrant entrepreneurs in Australia; (2) the nature of Q 
methodology; (3) the nature of self-perception; and (4) other considerations.  
6.6.1 The context of Chinese immigrant entrepreneurs in Australia 
This thesis was limited to the investigation of Chinese immigrant entrepreneurs 
in Australia only. Although the research provides a fuller understanding of cross-
cultural constructs within Chinese immigrant entrepreneurs in Australia, the broader 
generalisability of the research findings is limited. It is not known whether Chinese 
immigrant entrepreneurs in other countries or other immigrant entrepreneurs in 
Australia perceive similar value in cross-cultural capabilities or utilise the same 
cross-cultural capabilities to achieve business outcomes. As such, future research 
should consider replication of this study in a larger cross-cultural context. That is, 
further studies that seek to identify immigrant entrepreneurs’ cross-cultural 
capabilities should consider a sample beyond China-Australia, and include other 
immigrant entrepreneurs and other host countries.  
6.6.2 The nature of Q methodology  
An additional limitation is the concourse and the Q set, which are inherent 
limitations of Q methodology. It is acknowledged that the concourse was itself 
limited by the research question, which was based on the findings of Study One, 
which attempted to collect diverse statements and where the intention was to 
understand what meaning respondents gave to a set of statements. To enhance the 
content validity, the inter-rater reliability test was completed by experts. However, it 
is possible that the concourse or the Q set did not capture all of the existing views 
toward cross-cultural capabilities. Furthermore, as was acknowledged in Chapter 3, 
the Q methodology makes no claims that the subject constructions presented are 
applicable to a wider population. Thus, the findings presented may not allow the 
conclusion to be drawn that they are prevalent within other immigrant entrepreneur 
groups. To infer that the five identified clusters exist within a larger population 
would involve a different methodology. To this end, a number of post-Q methods 
have been suggested by researchers to explore larger samples in the future (Baker, 
van Exel, Mason, & Stricklin, 2010), such as connecting Q methodology and 
surveys, which can identify how these five clusters could be validated.  
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6.6.3 The nature of self-perception  
This research adopted a qualitative research design for its exploratory nature. 
In essence, the findings of this exploratory thesis are mainly based on the 
respondents’ self-perception or self-evaluation of their cross-cultural capabilities that 
relate to their businesses. However, self-perception of capabilities may be inaccurate, 
they could be over evaluated or under evaluated. Although the research helped to 
minimise this potential bias by using some triangulation methods, such as observing 
social media activity, future research should use techniques that are more accurate in 
illuminating self-perception bias that reduce the accuracy of such perception (John & 
Robins, 1994). This could be taken further by researching the viewpoints of their 
local business partners, which could also be meaningful in understanding immigrant 
entrepreneurs’ cross-cultural capabilities. Such local people from host countries 
could be immigrant entrepreneurs’ business partners, suppliers, agents, and 
customers.  
6.6.4 Other considerations  
This research investigated Chinese immigrant entrepreneurs in Australia, and 
indicates that the age of arrival in Australia and the length of their stay in Australia 
influenced their cross-cultural capabilities for their business outcomes. This 
conforms with previous research that discovered that time period impacts 
individuals’ adaptation problems (Ward et al., 1998). That is, the level of immigrant 
entrepreneurs’ cross-cultural capabilities may vary over time. Ideally, longitudinal 
research could involve the process of psychological and sociocultural changes that lie 
at the base of the process of cross-cultural transition (Sam & Berry, 2010; Sirin et al., 
2013). The longitudinal research might also capture entrepreneurs’ behaviours and 
changes in “real” time, which may decrease the issues of bias (Davidsson, 2009). 
Thus, longitudinal research may be more accurate to capture changes over time. 
Furthermore, this research discovered that being bilingual and having bicultural 
flexibility can offer an advantage over non-immigrant entrepreneurs, particular to a 
new business phenomenon, transnational entrepreneurs, who are viewed as “unique 
animals” (Dimitratos et al., 2016). They exhibit flexibility in their foreign ventures 
and also actively engage in two socially embedded environments (Crick & 
Chaudhry, 2013). As discussed in the overall research question, owing to reverse 
culture shock, cross-cultural capabilities are two-directional rather than a one-
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directional concept. This seems particularly meaningful to transnational 
entrepreneurs, who may need capabilities to adapt to two cultures. Thus, research on 
this important subset of immigrant entrepreneurs, with their specific bicultural 
capabilities, and how they use such capabilities to generate strong performance 
through internationalisation processes deserves much future attention.   
In addition, this research encourages the exploration and examination of 
refugee entrepreneurs’ cross-cultural capabilities, as refugee entrepreneurs have been 
shown to face cross-cultural challenges (Fong, Busch, Armour, Heffron, & 
Chanmugam, 2007), such as language and communication that create barriers to 
planning, starting, or growing their businesses. It would also be interesting to 
conduct comparative research to discover how refugee entrepreneurs’ cross-cultural 
capabilities differ from immigrant entrepreneurs. As cross-cultural psychology has 
discovered that there are differences between refugees and immigrants (Sam & 
Berry, 2010), especially refugees who may be unwilling to leave their home country 
and experience high levels of stress (Liebkind, 1996), their capability of 
psychological adaptation requires further research.  
6.7 CONCLUSION 
This thesis has identified the significance of cross-cultural capabilities for 
Chinese immigrant entrepreneurs, and that there is an aspect of the evolving 
construct of cross-cultural capabilities. It has therefore proven both a significant and 
timely research question to address. This thesis also provides a deeper understanding 
of international business through the lens of psychological and sociocultural 
adaptation and the different classified groups of immigrant entrepreneurs in relation 
to this lens. In addition, by providing intergenerational differences and gender 
differences, this research has highlighted the heterogeneity of Chinese Australian 
immigrant entrepreneurs in terms of their cross-cultural capabilities. The findings 
make a series of theoretical contributions to research on entrepreneurship, immigrant 
entrepreneurs, and cross-cultural capabilities. 
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Appendices 
Appendix A -  Study One: Participant characteristics 
Gender Number of participants % 
Males 15 50%
Females 15 50%
Arrival of age in Australia   
1.5  2 7%
1.25 8 27%
1.0 20 67%
Frequency back to China   
Almost never 4 13%
1-2 times 13 43%
3-5 times 6 20%
5-8 times 6 20%
Above 8 times 4 13%
Reasons of visiting China   
Building business 9 30%
Visiting friends/family 7 23%
Both 14 47%
Target markets   
Australia 27 90%
China 22 73%
New Zealand 3 10%
United States 5 17%
Europe 5 17%
Others  1 3%
Had entrepreneurship experience  
before migration   
Yes 7 23%
No 23 77%
Number of employees   
1-5 9 30%
6-10 12 40%
11-30 8 27%
Over 50 1 3%
Industry   
Accounting  2 6%
Law  1 03%
Property 10 33%
Finance 3 10%
Fashion 3 10%
Other  11 37%
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Appendix B - Study One: Interview questions 
English version 
Culture 
• Do you identify yourself as an Australian or Chinese? Which one first? Why? 
• Are you familiar with the Australian culture? What are your perceptions of it? What do 
you think are the differences between Chinese culture and Australian culture? 
• Do you think your Chinese culture and knowledge influence the way you do business in 
Australia?  Why do you think your Chinese culture is helpful /unhelpful to your 
business?  
Business Success 
• What is your main focus? Business or family? Why? 
• Do you think your family supports your business? In what way? Why? 
• How do you make a balance between business and family? 
• What do you think of success? How successful is your business in Australia? Why do 
you think it is successful? 
Cross-Culture Issues 
• Did you experience culture shock when you first arrived in Australia?  
• Did you experience culture shock in building and developing in your Australian 
business?  If so, what do you think are the reasons? 
• Did you have this shock when you back to China? Is this different in Australia? 
• How did you deal with this culture shock? Do you think the cross-cultural capabilities 
can help you deal with it? If so, what do you think are the cross-cultural capabilities? 
Capabilities  
• Do you think your personal abilities are important to your business? If so, why? If not, 
why? 
• What do you think are the skills you have gained from starting a business in a different 
culture?  
• Do you think these capabilities you mentioned are important to your business? If so, 
why? If not, why? 
Emotion Management  
• Did you experience emotional conflicts in doing business in Australia? If so, what are 
they? 
• Could you think of an extremely emotional incident that occurred while you were 
dealing with different cultures in your business if you had? Please describe what 
happened during this incident. What do you think are the reasons? How do you solve it?  
Managing stress 
• Did you experience stress in starting or developing business in Australia?  
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• Did you experience stress in dealing with different cultures in business background? 
• Could you think of an extremely stressful incident that occurred while you were dealing 
with different cultures in business background? Please describe what happened during 
this incident. What are the reasons making you stressful?  
Resilience  
• Do you think you are a resilient entrepreneur? If so, why? If not, why? 
• Do you think your resilient ability can help you deal with cultural crash in business 
background?  
Positive Attitude  
• Do you feel you have a positive attitude towards doing business in Australia? If so, 
why? 
• Do you agree that you can integrate or assimilate Australian culture? Why?  
Cultural Learning  
• Do you think learning are important when you are dealing with different cultures in 
business background? If so, why? If not, why? 
• Do you think you are capable of learning new cultures over time? If so, why? If not, 
why? 
Language Skills 
• How many languages can you speak? What are they?  
• How efficient is your English skill? How efficient is your Chinese skill? 
• What language do you generally speak in your business?  
• Do you think language is important to your business? If so, why? If not, why? 
Final Question 
• As an immigrant entrepreneur, what do cross-cultural capabilities mean to you?  
 
 
Chinese version  
Culture (文化) 
• 您认同自己是澳洲人还是中国人?哪个排第一位?为什么呢? 
• 您熟悉澳洲文化吗?您对澳洲文化有什么看法? 您认为中国文化和澳洲文化有什么区
别? 
• 您认为中国文化和知识对您在澳洲从商有影响吗?为什么您认为您的中国文化有帮助
/不帮助您的生意? 
Business Success (商业成功) 
• 您的关注是什么?生意还是家庭?为什么? 
• 您认为您的家庭支持您的事业吗?是以什么方式?为什么? 
• 您是怎么样平衡事业和家庭的? 
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• 您认为成功是什么?您的生意在澳洲有多成功呢?为什么您认为它成功呢? 
Cross-Culture Issues (跨文化焦点) 
• 您在澳洲有经历过文化冲突吗? 
• 您在澳洲从创业到经商有经历过文化冲突吗?如果有的话, 您觉得是什么原因呢? 
• 您再次回到中国后会经历这样的文化冲突吗?跟澳洲的文化冲突有什么不同呢? 
• 您是如果解决这样的文化冲突呢? 您认为跨文化能力能帮助您解决这样的文化冲突
吗?如果能的话, 您觉得什么是跨文化能力呢? 
Capabilities (能力) 
• 您认为您的个人能力对您的生意重要吗?如果重要的话, 为什么呢? 如果不重要的
话, 为什么呢? 
• 您在不同文化里创业您获得了什么技能呢? 
• 您提到的这些能力对于您的生意来说重要吗?如果重要, 为什么? 如果不重要, 为什
么? 
Emotion Management (情绪管理) 
• 您在澳洲经商有经历过情绪抵触吗? 如果有,是什么呢? 
• 您可以想到一个极端的情绪事件发生在您在经商中处理不同文化而产生的吗? 请描
述当时发生了什么?您认为是什么原因发生这样的事件? 您是如何解决的呢? 
Managing stress (压力管理) 
• 您在澳洲创业和从商有经历过压力吗? 
• 在商业情景下,您有经历过因为处理不同文化带来的压力吗? 
• 您可以想到一个极端的压力事件发生在您在经商中处理不同文化而产生的吗?请描述
当时发生了什么?是什么原因让您感到有压力? 
Resilience (忍耐力) 
• 您认为自己是一位有忍耐力的企业家么? 如果是,为什么呢?如果不是, 为什么呢? 
• 您认为您的忍耐力能帮助您处理在经商过程中产生的文化冲突吗? 
Positive Attitude (积极态度) 
• 您觉得您自己有积极的态度在澳洲从商吗?如果有, 为什么呢? 
• 您同意您可以融入或者被澳洲文化同化吗?为什么? 
Cultural Learning (文化学习) 
• 您认为学习能力对于您在商务背景下处理不同文化重要吗?如果是, 为什么? 如果不是, 
为什么呢? 
• ? 您认为您具有活到老学到老的能力吗?如果有, 为什么呢? 如果没有, 为什么呢? 
Language Skills (语言技能) 
• 您会说多少种语言？它们是什么？ 
• 您的英语技能有多熟练？ 您的汉语技能有多熟练？ 
• 您在经商中一般说多少种语言？ 
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• 您认为语言对于您的生意重要吗？如果是，为什么？如果不是，为什么？ 
Final Question （最后的问题） 
• 作为一位移民企业家，您认为跨文化能力对于您来说是什么呢？ 
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Appendix C - Study One: Approved by the QUT Research Ethic Department 
 
 
PARTICIPANT INFORMATION FOR QUT RESEARCH PROJECT 
– Interview – 
Chinese Women Immigrant Entrepreneurs in Australia: The Impact of 
Cross-cultural Capabilities on Success 
QUT Ethics Approval Number 1500000686 
 
 
RESEARCH TEAM   
Principal Researcher: Kunlin (Linley) Xu, PhD student, QUT Business School 
 
Principal Supervisor: 
 
Associate Supervisor: 
Prof. Judy Drennan, Principal Supervisor, QUT Business School 
 
Dr. Shane Mathew, Associate Supervisor, QUT Business School 
 Queensland University of Technology (QUT) 
 
 
DESCRIPTION 
This project is being undertaken as part of Ph.D. research for Kunlin (Linley) Xu. 
 
The purpose of the interview is to understand cultural factors impacting on entrepreneurship for Chinese 
immigrant entrepreneurs in Australia, focusing on cross-cultural capabilities on entrepreneurial success. 
It is a study to identify how elements of specific immigrant cultural influence entrepreneurial success. 
The interviews will enquire about Chinese immigrants' culture associated with entrepreneurial success.  
 
You are invited to participate in this project because you were born in China and migrated to Australia 
and have rich entrepreneurial experience in Australia. I am interested in learning about the 
entrepreneurial performance for immigrant entrepreneurs based on your cross-cultural experience.  
 
PARTICIPATION 
Your participation will involve an audio recorded interview at an agreed location that will take 
approximately 60 to 90 minutes of your time. Questions will address home culture and cross-cultural 
capabilities in achieving your entrepreneurial success. Such as “Do you think your Chinese culture and 
knowledge influence the way you do business in Australia?”, “Why do you think your Chinese culture is 
helpful /unhelpful to your business?” 
 
Your participation in this project is entirely voluntary. You can choose not to answer questions about 
which you feel uncomfortable If you do agree to participate you can withdraw from the project without 
comment or penalty. You can withdraw any time during the interview or withdraw the information you 
provided up until 1 week after the interview. If you withdraw, on request any identifiable information 
already obtained from you will be destroyed. Your decision to participate or not participate will in no 
way impact upon your current or future relationship with QUT.  
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EXPECTED BENEFITS 
It is not expected that this project will benefit you directly. However, it may benefit in helping you 
consider better ways to carry out entrepreneurial practice in Australia. This research will seek to discover 
cultural elements associated with Chinese immigrant entrepreneurs. It may benefit you to think about 
how effectively using cross-cultural capabilities to a peak business performance or how to attain cross-
cultural capabilities through your business training. 
 
RISKS 
There are no risks beyond normal day-to-day living associated with your participation in this project. At 
the end of the interview, I will recap the key points of our discussion.  
 
PRIVACY AND CONFIDENTIALITY 
All comments and responses will be treated confidentially unless required by law. Any data collected as 
part of this project will be stored securely as per QUT’s Management of research data policy. If I use the 
information, I would prefer to be able to attribute that information directly to you in order to give you 
credit for your ideas and recognise your contribution to my research. If you choose, some your 
comments and responses will be identified. Either way you will have digital transcript to verify your 
comments prior to final inclusion. All records relating to your participation will be kept in a secure 
location and data will be digitally encrypted. Only the researchers will have access to this material. At the 
end of the project, audio recording will be destroyed.  
Please note that non-identifiable data collected in this project may be used as comparative data in future 
projects or stored on an open access database for secondary analysis.  
CONSENT TO PARTICIPATE 
We would like to ask you to sign a written consent form (enclosed) to confirm your agreement to 
participate. 
 
QUESTIONS / FURTHER INFORMATION ABOUT THE PROJECT 
If have any questions or require further information please contact one of the research team members 
below. 
 
Linley Xu - PhD candidate Prof. Judy Drennan - Supervisor Dr. Shane Mathew- Supervisor 
07 31386633 07 31385308 07 3138 5310 
kunlin.xu@hdr.qut.edu.au j.drennan@qut.edu.au sw.mathews@qut.edu.au 
 
CONCERNS / COMPLAINTS REGARDING THE CONDUCT OF THE PROJECT 
QUT is committed to research integrity and the ethical conduct of research projects.  However, if you do 
have any concerns or complaints about the ethical conduct of the project you may contact the QUT 
Research Ethics Unit on [+61 7] 3138 5123 or email ethicscontact@qut.edu.au. The QUT Research Ethics 
Unit is not connected with the research project and can facilitate a resolution to your concern in an 
impartial manner. 
Thank you for helping with this research project.  Please keep this sheet for your information. 
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RESEARCH TEAM CONTACTS  
Linley Xu - PhD candidate Prof. Judy Drennan - Supervisor Dr. Shane Mathew- Supervisor 
07 31386633 07 31385308 07 3138 5310 
kunlin.xu@hdr.qut.edu.au j.drennan@qut.edu.au sw.mathews@qut.edu.au 
 
STATEMENT OF CONSENT 
By signing below, you are indicating that you: 
• Have read and understood the information document regarding this project. 
• Have had any questions answered to your satisfaction. 
• Understand that if you have any additional questions you can contact the research team. 
• Understand that you are free to withdraw at any time during your interview or withdraw the 
information you provided up until 1 week after the interview without comment or penalty. 
• Understand that you can contact the Research Ethics Unit on [+61 7] 3138 5123 or email 
ethicscontact@qut.edu.au if you have concerns about the ethical conduct of the project. 
• Understand that the project will include an audio recording. 
• Understand that non-identifiable data collected in this project may be used as comparative data 
in future projects. 
• Agree to participate in the project. 
 
Please tick the relevant box below: 
 I would like to be identified. 
        I would not like to be identified.  
 
Name 
 
Signature 
 
Date 
 
 
 
Please return this sheet to the investigator. 
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Appendix D - Study One: Demographic questions  
Name: Gender:       Female Male Citizenship: 
Industry: Where were you born: 
When did you migrate to Australia: 
When did you establish your business in Australia: 
Age:  18-25  25-30  30-35  35-40  40-50 
 Over 50 
Marital status:  Single In a relationship Married Separated Divorce 
Do you have children?  No 
If the answer is yes  1Child  2 Children  More than 2 
Did you study in Australia before?  No  Yes 
Which country did you spend most of your time in the past three years? 
How many months did you stay in Australia per year in the past three years? 
Less than 3 months  3-6 months  6-9 months  9-12 
How often did you go back to China in the past three years? 
Constantly (above 8 times per year) Very often (5-8 times per year)  Often (3-5 times per 
year) 
Sometimes (1-2 times per year) Almost never 
What was your main aim when you were visiting China in the past three years? 
 Building business  Visiting friends/family   Both 
Did you have entrepreneurship experience before you migrated to Australia?  No
  Yes 
What countries do you target for your business? (the answer can be more than one): 
 Australia China New Zealand United States  Europe 
How many hours do you spend per day on your business? 
 Less than 5  5-8  8-12  12- 15  Over 15 
How many employees are there in your business? 1-5 6-10 11-30 31-49 Over 50  
 
How many Australian employees are there in your company? 
 None  Less than 20%  20-50%  50-80%  Over 80% 
How many Australian customers does your business have? 
 None  Less than 20%  20-50%  50-80%  Over 80% 
Does your family work for you?  Yes  No  
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Appendix E - Study Two: The concourse 
        Emotion Management 
1. The hardest for me when I first arrived was language because you can’t express 
what you want to say even though you can understand others. It is very 
frustrating.  
2. If I really do treat them (accountant, lawyer) nicely, most of those businesses will 
be squeeze me hard…. I’m going to be real hard at the start. Push them on the 
prize, push them on the service to get the most out of it, and them to actually do 
the job. 
3. I do have emotional conflict with regard to culture. Firstly, many Australian 
don’t know how our Chinese relationship work. May be sometimes, we build 
relationship differently. 
4. When I have emotional conflicts in culture relating to employees, I will choose 
to forgive or tolerate. If the conflicts are very bad, I will ask him to leave our 
team, let them go…. If it is a small thing, I usually will forgive them.  
5. I don’t have too much emotional conflict. But sometimes, I feel lonely (in 
Australia). If I am alone, sometimes I feel sad and down.  
6. I think it is not this society that adapts to you. It is you who adapt to the society. 
You have to make the choice that fits you well. 
7. You may find there are some value difference between you and foreigners. So, 
you need to adjust yourself. You need to stand in other people’s shoes. You need 
to adjust your emotions. 
8. I think the majority of us already understand or accept that there would be some 
conflicts between different cultures. 
9. Some (local) customers who like to bargain (with me) give me some stress. 
10. I don’t have stress from Australian, but I have stress from dealing with Chinese 
customers. 
11. Sometimes, the sellers are Australian and buyers are Chinese. It is very important 
to be a middleman to deal with this business. 
12. Every time, when I speak in English, I feel stressed. 
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13. I have cultural stress from my local partners. I think we have different 
(cognitive) thinking. 
14. I have experienced some stress in dealing with cultural difference.  
      Cultural Learning  
15. Learning language is very important. It relates to communicative errors. It is how 
you can express yourself to reduce the errors. 
16. Living in Australia, you start to assimilate more and more into their culture as 
well. So, I think absolutely I am capable of learning new culture over time. 
17. When you face a situation, you need to reflect. I think this is a process of 
learning. So, life is learning. That is, you are willing to learn, you can open your 
mind, you are willing to absorb new thing, and you are willing to try. These are 
rules. If you are following these rules, you can learn it (culture) quickly.  
18. I feel I am a person that is willing to learn a (new) culture. 
19. I think doing business in a different culture is helpful. You can learn it (culture) 
to grow up and to get in a mainstream society. Then you will become at ease. 
And you can get a respect from them (Australian). You can become equal with 
them (Australian). 
20. When you deal with people from different countries, you feel there are some 
differences between you and them. You have to learn cultural differences. You 
have to respect their cultures. You have to respect their indirectness or 
directness.  
21. I have a strong desire to breakthrough this cultural hindrance/shock, but I don’t 
have an interest in studying the culture, it will be very hard to adapt. 
22. I have a positive mindset to learn Australian life style.  
23. I feel that my main skill is to know that how to communicate with local 
Australians in terms of presenting yourself …Learning interpersonal skill (is 
important), (such as) your behaviour, your body language.  
24. I feel if you listen to others’ advice, such as customers, sometimes, you might be 
not very sure of what he says but when he says something, he usually has a facial 
expression or body language. It is very important to understand that signal he 
passes. So, you have to learn it. 
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25. You actually learn (culture) from (making) mistake(s). The more times your 
experience it, the more effective you can improve yourself in terms of cross-
cultural capabilities. 
       Language skills 
26. Language is so important. Communications, as well as your target audiences 
(customers) are mixed with Chinese and local Australian. 
27. Speaking English well is very important. Many enterprises that do business with 
two countries achieve success easily because of the people who can speak two 
languages, especially a boss who is bilingual. 
28. Cross-cultural capabilities include adapting your habits, your language and your 
body language. 
29. As long as you integrate, tolerate and communicate with Australia, you absorb its 
culture…. When you are in Australia, you are already fitting this environment. 
30. Language is important to start up the business. Because doing business requires 
timely communication. Language is a tool; it is a platform to do it. 
31. If you can’t speak English, you can contact with Chinese agents or companies, 
but this might influence your understanding of the issue differently. There are 
some Chinese who don’t have English ability who can also do some business (in 
Australia).  
32. In our company, we have a policy that everyone has to speak English. 
33. I don’t think language is very important to do business. It is a very important tool 
but it is not a critical factor.  
34. Having language ability is to communicate with others in the same page. It can 
reduce misunderstanding in the business occasion. It can accelerate making 
deals.  
35. I face emotional conflicts. I have to try my best to make everything clear. 
Sometimes, I have to use the translating machine. If I cannot speak very clear, I 
have to write everything to make it clear. 
36. Sometimes, you can hear (inside your brain) but you can’t express it… you have 
to speak authentic English, just like other locals. There are two levels of English 
abilities: explicitly express yourself and being authentic.  
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37. Language is important if you want to live in Australia. If you don’t speak English 
or you don’t understand, it will be very hard. You can have a translator, but he 
only translates the very basic content to you. 
38. I think Chinese, in most of time, are lacking a particular cultural ability, which is 
being humorous.  
39. I can get along with Chinese and Australian. I can speak two languages perfectly, 
as well as reading and writing. So, I think that really helps me.  
40. Doing business with a country that doesn’t speak the same language as your 
home country is difficult. If you don’t speak that language, it cuts out a lot of 
efficiency. It cuts out time, it cuts out money, it cuts out effort, and it cuts out 
productivity. 
41. Language is the best way to build trust and rapport. 
42. Sometimes, this (translating from a translator) creates a negotiation failure… 
This causes lots of business to be unfinished.  
43. I feel cross-cultural capabilities include social skills. The social skills are very 
important. Then, it is very important to understand local law, regulations and 
rules of doing this business. 
44. Cross-cultural capabilities are communicative abilities and habit. Habit is 
important. There are some Western things that I dislike, but you have to act as a 
Western. You have to be easy going. Like “when in Rome, do as Roman do.” 
45. Language is the medium that you can shorten your distance with people (from 
different culture). 
       Bicultural flexibility 
46. I think growing up in Australia makes you actually become like, multicultural.  
47. Cross-cultural capabilities is that you can understand its culture. You can tolerate 
this culture and accept it.  
48. I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me 
want to make a good work environment, in my business and do good things with 
the business. 
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49. There’s a constant fight between my Chinese background and my Australian 
background. So, that helps me a lot. I think being bicultural helps you to relate to 
people a lot easier, gives you empathy.  
50. When you get conflict in business, you have to make yourself resilient and 
become a lubricant in the conflict to erase it. This mindset also relates to 
familiarity with Australian law and regulations, Australian culture, Chinese 
traditional culture and Chinese business way.  
51. Cross-cultural capabilities are knowing their (the other culture) living habits and 
they should get to know mine as well. But I will let them (Aussie) know my 
habits first.  
52. I had a reverse cultural shock in China. I have to fit in. I have to accept (the 
differences of doing business between China and Australia).  
53. My bicultural flexibility can help me deal with different cultures in business 
background. We learn Australian business rules and ways. Of course, we don’t 
lose the Chinese culture.  Just in the understanding level. Like bribery, we won’t 
do it. But as long as people mention it, we know what it is. But we won’t do it. 
54. I feel cross-cultural capability is bicultural thinking. Compared to Australian, we 
have more Chinese thinking. However, compared to Chinese, we have Australian 
thinking. It is an advantage. Sometimes, we need Australian thinking to deal with 
different things. There is no disadvantage with being bicultural. 
55. Understanding is the requirement if you can respect each other. Like switching 
position. This can help you learn how to, and more easy address their mindset to 
be respectful.  
56. I can act like a Chinese and I can act as an Aussie. 
57. Instead of beer and wine, you start (building a relationship) with a coffee in 
Australian culture. Things like that, you become more flexible. 
58. I have bi-connections (such as networking). Bi-connections are very important as 
these……. Connection are like the role of middleman.  
59. Being bicultural is the thing that I can leverage.  
60. I think there will be no boundaries between countries in future. It must be a 
globalized world. So, those of us who have bicultural and multicultural abilities 
will be very strong. 
  
Appendices 241 
61. I think I am a bicultural flexible entrepreneur. But I have my own rules, I would 
not break my rules. 
62. I’ve been living in Australia for most of my life, and lived in China as well. 
These two cultures are integrated into my blood and I love them all the time. I 
feel like I am living with them or dying with them. 
63. I’m always doing business with two cultural background groups. That is to say, 
my advantage is I can understand what they want. 
64. My bicultural flexibility can work well in two markets.  
65. Being bicultural, I can effectively communicate with them (Australian and 
Chinese) in order to establish a good relationship to get a better price. 
66. I think my bicultural flexibility can help me do business in Australia. 
67. Cross-cultural capability is an outcome. The outcome is your different abilities. It 
is an ability that if you can accept new culture. It is an ability that you can easily 
switch between two cultures. 
68. In terms of marketing, I feel bicultural is better than mono-cultural. Compare to 
local business, my business is broader than theirs.  
69. My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know China, I can introduce to them. When a Chinese wants 
to understand Australia, I can be their medium as well.  
       Positive attitude  
70. I value people from different culture…Because I always value my employee’s 
(Australians) ability more…I think that being an owner of a business, the most 
important skill is to identify people, and encouraging people.  
71. The attitude, you know. If you’d put yourself in a brick wall, always thinking 
that’s it, “I’m a Chinese, I don’t need to know about Australian culture” or, “I’m 
an Australian, I don’t need to know about Chinese culture” or, “I’m an 
Australian Chinese, I don’t need to know about Indian culture” then you never 
would be able to build up your cross-cultural capability. 
72. I feel cross-cultural capabilities is firstly being positive. If you are tolerable, you 
would likely to accept different culture and different idea. 
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73. It is useless to reject this (Australian) culture because you living in this system. It 
will only make you painful if you do that. So, you have to understand it. You 
can’t be angry. 
74. I think cross-cultural capabilities is a status that you believe you can conquer the 
difficulties.  
75. I am definitely a positive business people. I definitely 100% thank to Australian 
government. Because if my business fail, I can get money from centre-link. 
Australian government can give me my last dignity.  
76. My little effort on respect and affection can pay me back more respect and 
affection from them (Australian). I am feeling touched every day.  
77. What I deal with them (Australian) to avoid cultural crash is to have a feeling for 
them.  
78. I think if you have a business in China, the attitude you hold is that all the 
employees are working for you. They are just someone who work for you. 
However, if you hold the same attitude in Australia, they can recognize it, they 
can feel it which they would not accept you. You have to be their friends.  
79. I think every culture has to be respected. Everyone’s faith and religion has to be 
respected too, no matter how “humble’ this culture is.  
80. I respect every nation. I respect Indian, I respect Australia, I respect European. 
So actually, people will feel if you are respecting their cultures or not when you 
talk to them.  
81. Cross-cultural capabilities is also an attitude. If someone can’t accept my 
emotion, it doesn’t mean that group of people can’t accept me. So, you have to 
be very positive attitude to do a rational analysis. You should add happy thing in 
this learning process and remove something unhappy.  
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Appendix F - Study Two: Q set 
1) I do have emotional conflict with regard to culture.  
2) When I have, emotional conflicts relating to cultural differences, I will choose to 
forgive or tolerate.  
3) I don’t have much emotional conflict relating to culture when I am doing 
business in Australia.  
4) Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and 
down.  
5) I think it is not this society that adapts to you. It is you who adapt to the society.  
6) I think I am absolutely capable of learning a new culture over time. 
7) I feel I am a person who is willing to learn a new culture. 
8) I think doing business in a different culture is helpful. You can learn the culture 
in order to get in a mainstream society. 
9) When you deal with people from different countries, you feel there are some 
differences between you and them. You have to learn cultural differences. You 
have to respect their cultures. You have to respect their indirectness or 
directness.  
10) I don’t have an interest in studying the culture as it will be too hard to adapt. 
11) I have a positive mindset to learn the Australian life style.  
12) I feel that my main skill is to know that how to communicate with local 
Australians in terms of presenting myself.  
13) You actually learn culture from making mistake(s). The more times you 
experience it, the more effective you can improve your cross-cultural 
capabilities. 
14) If you can’t speak English, you can make contact with Chinese agents or 
companies, but this might influence your understanding of issues.  
15) In our company, we have a policy that everyone has to speak English. 
16) I don’t think language is necessary to do business. It is a very important tool but 
it is not a critical factor.  
17) Sometimes, I have to use the translating machine to make everything clearer. 
18) There are two levels of English abilities: explicitly expressing yourself and being 
authentic.  
19) Language is important if you want to live in Australia. If you don’t speak 
English, or you don’t understand, it will be very hard. You can have translators, 
but they will only translate the very basic content to you. 
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20) I think Chinese, for the most part, lack a particular cultural ability, for example, 
being humorous.  
21) I can get along with both Chinese and Australians. I can speak two languages 
perfectly, as well as reading and writing. So, I think that really helps my 
business.  
22) Doing business with a country that doesn’t speak the same language as your 
home country is difficult. If you don’t speak that language, it cuts out a lot of 
efficiency. It cuts out time, it cuts out money, it cuts out effort, and it cuts out 
productivity. 
23) Language is the best way to build trust and rapport. 
24) Social skills are very important. It also important to learn local law, regulations 
and rules. 
25) There are some Western things that I dislike, but you have to act as a Westerner. 
You have to be easy going. Like “when in Rome, do as Roman do.” 
26) I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me 
want to provide a good working environment in my business and do good things 
with the business. 
27) There’s a constant fight between my Chinese background and my Australian 
background.  
28) I had a reverse cultural shock back in China. I have to fit in. I have to accept the 
differences of doing business between China and Australia.  
29) I feel cross-cultural capability is bicultural thinking. Compared to Australians, 
we have more Chinese thinking. However, compared to Chinese, we have 
Australian thinking. It is an advantage.  
30) Sometimes, we need Australian thinking to deal with different things. There is no 
disadvantage with being bicultural. 
31) I can act like a Chinese and I can act as an Aussie. 
32) I have bi-connections, such as networking. Bi-connections are very important as 
these connections are like the role of middleman.  
33) I think there will be no boundaries between countries in future. It must be a 
globalized world. So, those of us who have bicultural and multicultural abilities 
will be very strong. 
34) I think I am a bicultural flexible entrepreneur. But I have my own rules; I would 
not break my rules. 
35) I’ve been living in Australia for most of my life, and lived in China as well. 
These two cultures are integrated into my blood and I love them both. I feel like I 
am living with them or dying with them. 
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36) Being bicultural, I can effectively communicate with Australians and Chinese in 
order to establish a good relationship to get a better price. 
37) My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know about China, I can introduce them. When a Chinese 
wants to understand Australia, I can be their medium as well. 
38) Some local customers who like to bargain with me, it makes me feel stressed. 
39) I don’t have stress from Australians, but I have stress from dealing with Chinese 
customers. 
40) Every time, when I speak in English, I feel stressed. 
41) I have cultural stress from my local partners. I think we have different thinking. 
42) I have experienced some stress in dealing with cultural difference.  
43) I value people from different cultures.  
44) It is important not to think: “I’m a Chinese, I don’t need to know about 
Australian culture” or, “I’m an Australian, I don’t need to know about Chinese 
culture” or, “I’m an Australian Chinese, I don’t need to know about Indian 
culture”. If you do this, then you would never be able to build up your cross-
cultural capability. 
45) It is useless to reject the Australian culture if you are living in the Australian 
system. It will only make it painful for you if you do that.   
46) I think having cross-cultural capability enables you to believe you can conquer 
the difficulties.  
47) I 100% thank the Australian government, because if my business fails, I can get 
money from centre-link. The Australian government can give me my dignity.  
48) My little effort to give respect and affection can pay me back with more respect 
and affection from Australians.  
49) I think if you have a business in China, the attitude you hold is that all the 
employees are just people working for you. However, if you hold the same 
attitude in Australia, they would not accept you. You have to be their friends.  
50) I think every culture has to be respected. Everyone’s faith and religion has to be 
respected too.  
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Appendix G - Study Two: Demographic questions 
Gender: Female 
 Male 
Citizenship:  China 
 Australia 
Industry: 
Where were you born? China 
 Australia 
Where do you live currently in Australia? NSW VIC QLD SA WA TAS 
Which year did you move to Australia? 
How old were you when you moved to Australia? 
A. 1-5  B. 6-12   C. 13-17  D. 18-24 E. 25-30 
F. 30-34  G. 34-39 H. 40-49 I. Over 50
Marital status: Single  In a relationship Married Separated Divorce 
Do you have children?  No  1  2  More than 2 
Which country have you spent most of your time in the past three years? 
How many months have you stayed in Australia per year in the past three years? 
A. Less than 3  B. 3-5   C. 6-9   D. 10-
12 
How often do you go back to China in the past three years? 
A. Constantly (above 8 times per year) B. Very often (5-8 times per year) C. Often (3-5 times per 
year)  
D. Sometimes (2 times per year) E. Almost never    
Did you have entrepreneurship/business experience before you migrated to Australia?       A. No
 B. Yes 
Which market(s) do you focus on? 
A. Australia B. China   C. New Zealand  D. United States   E. Europe F. Southeast Asia  
How many hours do you spend per day in your business? 
 A. Less than 5  B. 6-8  C. 9-12  D. 13- 15 E. Over 16 
How many employees are there in your company (ies)? 
 A. 1-5  B.6- 10  C. 11-30D. 31-49E. Over 50 
Do you have Australian business partners/investors for your business?  A. No  B. Yes 
How many local Australian employees are there in your company? 
 A. None B. Less than 20% C. 20-49% D. 50-79% E. Over 80% 
How many local Australian customers do your company have? 
 A. None B. Less than 20% C. 20-49% D. 50-79% E. Over 80% 
How many Chinese speaking customers do your company have? 
 A. None B. Less than 20% C. 20-49% D. 50%-79% E. Over 80%
Does your family work for you ?  A. Yes   B. No  
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Appendix H - Study Two: Approved by the QUT Research Ethic Department 
 
RESEARCH TEAM  
Principal 
Researcher: 
Kunlin Xu (Linley) PhD student 
Associate 
Researchers: 
Professor Judy Drennan Principal Supervisor 
 Dr Shane Mathew Associate Supervisor 
 
School of Advertising, Marketing and Public Relations, QUT 
Business School 
 Queensland University of Technology (QUT) 
DESCRIPTION 
This project is being undertaken as part of a PhD study for Kunlin Xu (Linley).    
 
The purpose of this project is to examine Chinese female entrepreneurs in Australia, 
focusing on their cross-cultural capabilities.  
 
You are invited to participate in this project because you were born in China and 
migrated to Australia and have rich entrepreneurial experience in Australia. I am 
interested in learning about the entrepreneurial performance for immigrant 
entrepreneurs based on your cross-cultural experience. 
PARTICIPATION 
Participation will involve completing an anonymous sorting task (Q-sort), ranking them 
along points on a pre-determined scale -3 (strongly disagree) to +3 (strongly agree), 
that will take approximately 15-20 minutes of your time.  
 
Q-sort will include 5 main sections: emotion regulate, positive attitude, cultural 
learning, language proficiency and bicultural balance. (E.g., 1. I do have emotional 
conflict with regard to culture; 2. I think I am a bicultural flexible entrepreneur). 
 
You are not able to skip any statements in the project, and so if you do withdraw by not 
PARTICIPANT INFORMATION FOR QUT RESEARCH PROJECT 
Chinese Women Immigrant Entrepreneurs in Australia:  
The Impact of Cross-cultural Capabilities on Success   
 
QUT Ethics Approval Number 1600000351
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sending back emails to this email address: kunlin.xu@hdr.qut.edu.au, the data 
collected to that point will not be used in this project.  
 
Your participation in this project is entirely voluntary. Your decision to participate or 
not participate will in no way impact upon your current or future relationship with 
QUT. If you agree to participate you will have to complete any statement(s) you are 
uncomfortable answering in this project.  If you do agree to participate, you can 
withdraw the information that you provided up until 2 weeks after sending back the Q-
sort without comment or penalty. Otherwise, your submission is deemed to be 
consent. If you withdraw, the data collected that you provided will not be used in this 
project. 
EXPECTED BENEFITS 
It is not expected that this project will benefit you directly. However, it may benefit in 
helping you consider better ways to carry out entrepreneurial practice in Australia. This 
research will seek to discover cultural elements associated with Chinese immigrant 
entrepreneurs. It may benefit you to think about how effectively using cross-cultural 
capabilities to a peak business performance or how to attain cross-cultural capabilities 
through your business training. 
 
If you would like to receive the summary of the results, please feel free to contact me 
via this email address: kunlin.xu@hdr.qut.edu.au. It is expected that I will provide a 
copy of the feedback in late March 2017 after completing my PhD project. 
RISKS 
There are minimal risks associated with your participation in this project. This may 
include experiencing minor discomfort about emotion involved cross-cultural 
experience.  
 
QUT provides for limited free psychology, family therapy or counselling services (face-
to-face only) for research participants of QUT projects who may experience discomfort 
or distress as a result of their participation in the research. Should you wish to access 
this service please call the Clinic Receptionist on 07 3138 0999 (Monday–Friday only 
9am–5pm), QUT Psychology and Counselling Clinic, 44 Musk Avenue, Kelvin Grove, and 
indicate that you are a research participant.  
 
Alternatively, Lifeline provides access to online, phone or face-to-face support, call 13 
11 14 for 24-hour telephone crisis support.  
 
PRIVACY AND CONFIDENTIALITY 
All comments and responses will be treated confidentially unless required by law.  Your 
name is not required in any of the responses. 
 
Any data collected as part of this project will be stored securely as per QUT’s 
Management of research data policy. 
Please note that non-identifiable data collected in this project may be used as 
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comparative data in future projects or stored on an open access database for 
secondary analysis. 
 
CONSENT TO PARTICIPATE 
Sending back the completed Q-sort is accepted as an indication of your consent to 
participate in this project. 
 
QUESTIONS / FURTHER INFORMATION ABOUT THE PROJECT 
If you have any questions or require further information, please contact one of the 
researchers listed below. 
 
Linley Xu kunlin.xu@hdr.qut.edu.au 07 3138 6633 
Judy Drennan j.drennan@qut.edu.au 07 3138 5308 
Shane Mathew sw.mathews@qut.edu.au 07 3138 5310 
 
CONCERNS / COMPLAINTS REGARDING THE CONDUCT OF THE PROJECT 
QUT is committed to research integrity and the ethical conduct of research projects.  
However, if you do have any concerns or complaints about the ethical conduct of the 
project you may contact the QUT Research Ethics Advisory Team on 07 3138 5123 or 
email ethicscontact@qut.edu.au. The QUT Research Ethics Advisory Team is not 
connected with the research project and can facilitate a resolution to your concern in 
an impartial manner. 
 
Thank you for helping with this research project.  Please keep this sheet for your 
information. 
 
 
Sample approach email 
Subject Title:  
Request for Q-method 
 
Dear colleagues 
 
My name is Kunlin Xu (Linley). I’m doing a PhD at the Business School at Queensland University of 
Technology (QUT).  The PhD title is Chinese Women Immigrant Entrepreneurs in Australia: The Impact 
of Cross-cultural Capabilities on Success. 
 
I’m looking for 40 Chinese immigrant entrepreneurs (both males and females) in Australia who were born 
in China, migrated to Australia and currently have business in the last 10 years in Australia, for my PhD 
research. Please view the attached a participant information sheet and consent form for further details on 
the study and how to participate.  
 
Should you wish to participate or have any questions, please contact me via email or phone.  
 
Please note that this study has been approved by the QUT Human Research Ethics Committee (approval 
number 1600000351). 
 
Many thanks for your consideration of this request. 
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Kunlin Xu (Linley) 
PhD Student  
07 31386633 
kunlin.xu@hdr.qut.edu.au  
 
Professor Judy Drennan 
Principal Supervisor 
07 3138 5308 
j.drennan@qut.edu.au  
 
Dr Shane Mathew 
Associate Supervisor 
07 3138 5310 
sw.mathews@qut.edu.au  
 
School of Advertising, Marketing and Public Relations 
QUT Business School 
Queensland University of Technology 
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Appendix I - Study Two: Q sort 
You are required to rank 50 issues by placing them in 7 piles ranked from strongly 
disagree (left) to strongly agree (right).  
 
The 7 piles follow a roughly normal distribution, with 4 items at each of the extremes 
(strongly disagree and strongly agree), 7 items at each next to the extremes, 11 items at 
each next to the middle or neutral pile and 13 items in the middle or neutral pile.  
 
The piles are labelled -3 to +3 to indicate their degree of agreement, as demonstrated in 
the following diagram. Please note that you can only place 3 statements in -3 and +3, 6 
statements in -2 and +2, 10 statements in -1 and +1 and 12 statements in 0. Please fill in 
your statement numbers in the following diagram based upon your overall business 
experience in Australia, and send the scanned copy back to:   kunlin.xu@hdr.qut.edu.au  
Thank you very much.  
 
-3 -2 -1 0 +1 +2 +3 
    
    
    
    
    
    
    
    
    
    
    
    
 
(Strongly disagree)                                                                                  (Strongly agree) 
 
1. I do have emotional conflict with regard to culture.  
2. When I have emotional conflicts relating to cultural differences, I will choose to 
forgive or tolerate.  
3. I don’t have much emotional conflict relating to culture when I am doing business 
in Australia.  
4. Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and 
down.  
5. I think it is not this society that adapts to you. It is you who adapt to the society.  
6. I think I am absolutely capable of learning a new culture over time. 
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7. I feel I am a person who is willing to learn a new culture. 
8. I think doing business in a different culture is helpful. You can learn the culture in 
order to get in a mainstream society. 
9. When you deal with people from different countries, you feel there are some 
differences between you and them. You have to learn cultural differences. You 
have to respect their cultures. You have to respect their indirectness or directness.  
10. I don’t have an interest in studying the culture as it will be too hard to adapt. 
11. I have a positive mindset to learn the Australian life style.  
12. I feel that my main skill is to know that how to communicate with local 
Australians in terms of presenting myself.  
13. You actually learn culture from making mistake(s). The more times you 
experience it, the more effective you can improve your cross-cultural capabilities. 
14. If you can’t speak English, you can make contact with Chinese agents or 
companies, but this might influence your understanding of issues.  
15. In our company, we have a policy that everyone has to speak English. 
16. I don’t think language is necessary to do business. It is a very important tool but it 
is not a critical factor.  
17. Sometimes, I have to use the translating machine to make everything clearer. 
18. There are two levels of English abilities: explicitly expressing yourself and being 
authentic.  
19. Language is important if you want to live in Australia. If you don’t speak English, 
or you don’t understand, it will be very hard. You can have translators, but they 
will only translate the very basic content to you. 
20. I think Chinese, for the most part, lack a particular cultural ability, for example, 
being humorous.  
21. I can get along with both Chinese and Australians. I can speak two languages 
perfectly, as well as reading and writing. So I think that really helps my business.  
22. Doing business with a country that doesn’t speak the same language as your home 
country is difficult. If you don’t speak that language, it cuts out a lot of efficiency. 
It cuts out time, it cuts out money, it cuts out effort, and it cuts out productivity. 
23. Language is the best way to build trust and rapport. 
24. Social skills are very important. It also important to learn local law, regulations 
and rules. 
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25. There are some Western things that I dislike, but you have to act as a Westerner. 
You have to be easy going. Like “when in Rome, do as Roman do.” 
26. I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me want 
to provide a good working environment in my business and do good things with 
the business. 
27. There’s a constant fight between my Chinese background and my Australian 
background.  
28. I had a reverse cultural shock back in China. I have to fit in. I have to accept the 
differences of doing business between China and Australia.  
29. I feel cross-cultural capability is bicultural thinking. Compared to Australians, we 
have more Chinese thinking. However, compared to Chinese, we have Australian 
thinking. It is an advantage.  
30. Sometimes, we need Australian thinking to deal with different things. There is no 
disadvantage with being bicultural. 
31. I can act like a Chinese and I can act as an Aussie. 
32. I have bi-connections, such as networking. Bi-connections are very important as 
these connections are like the role of middleman.  
33. I think there will be no boundaries between countries in future. It must be a 
globalized world. So those of us who have bicultural and multicultural abilities 
will be very strong. 
34. I think I am a bicultural flexible entrepreneur. But I have my own rules; I would 
not break my rules. 
35. I’ve been living in Australia for most of my life, and lived in China as well. These 
two cultures are integrated into my blood and I love them both. I feel like I am 
living with them or dying with them. 
36. Being bicultural, I can effectively communicate with Australians and Chinese in 
order to establish a good relationship to get a better price. 
37. My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know about China, I can introduce them. When a Chinese 
wants to understand Australia, I can be their medium as well. 
38. Some local customers who like to bargain with me, it makes me feel stressed. 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese 
customers. 
40. Every time, when I speak in English, I feel stressed. 
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41. I have cultural stress from my local partners. I think we have different thinking. 
42. I have experienced some stress in dealing with cultural difference.  
43. I think that being an owner of a business, my most important skill is to encourage 
people.  
44. It is important not to think: “I’m a Chinese, I don’t need to know about Australian 
culture” or, “I’m an Australian, I don’t need to know about Chinese culture” or, 
“I’m an Australian Chinese, I don’t need to know about Indian culture”. If you do 
this, then you would never be able to build up your cross-cultural capability. 
45. It is useless to reject the Australian culture if you are living in the Australian 
system. It will only make it painful for you if you do that.   
46. I think having cross-cultural capability enables you to believe you can conquer 
the difficulties.  
47. I 100% thank the Australian government, because if my business fails, I can get 
money from centre-link. The Australian government can give me my dignity.  
48. My little effort to give respect and affection can pay me back with more respect 
and affection from Australians. 
49. I think if you have a business in China, the attitude you hold is that all the 
employees are just people working for you. However, if you hold the same 
attitude in Australia, they would not accept you. You have to be their friends.  
50. I think every culture has to be respected. Everyone’s faith and religion has to be 
respected too.  
 
  
  
Appendices 255 
Appendix J - Study Two: Factor arrays for the five emergent factors 
                                                                                                                                                                                                
Factor arrays 
Item 
Number 
Statement 1 2 3 4 5 
1 I do have emotional conflict with regard to culture. (Emotion) 0 -2 1 -2 -1
2 When I have emotional conflicts relating to cultural differences, I will 
choose to forgive or tolerate. (Emotion)
-1 1 0 0 2 
3 I do not have much emotional conflict relating to culture when I am doing 
business in Australia. (Emotion)
-2 2 -1 -1 3 
4 Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad 
and down. (Emotion) 
-2 -2 0 -1 -2 
5 I think it is not this society that adapts to you. It is you who adapt to the 
society. (Attitude) 
2 1 3 2 0 
6 I think I am absolutely capable of learning a new culture over time. 
(Learning) 
2 3 0 0 0 
7 I feel I am a person who is willing to learn a new culture. (Learning) 1 2 1 2 3
8 I think doing business in a different culture is helpful. You can learn the 
culture in order to get in a mainstream society. (Learning)
0 0 -3 1 1 
9 When you deal with people from different countries, you feel there are 
some differences between you and them. You have to learn cultural 
differences. You have to respect their cultures. You have to respect their 
indirectness or directness. (Learning)
2 1 2 3 2 
10 I do not have an interest in studying the culture as it will be too hard to 
adapt. (Learning) 
-3 -3 -1 -3 -3 
11 I have a positive mindset to learn the Australian life style. (Learning) 
(Attitude) 
1 2 1 2 1 
12 I feel that my main skill is to know that how to communicate with local 
Australians in terms of presenting myself. (Language)
0 -1 0 -1 1 
13 You actually learn culture from making mistake(s). The more times you 
experience it, the more effective you can improve your cross-cultural 
capabilities. (Learning) 
1 0 0 -3 3 
14 If you cannot speak English, you can make contact with Chinese agents or 
companies, but this might influence your understanding of issues. 
(Language) 
0 -1 0 1 1 
15 In our company, we have a policy that everyone has to speak English. 
(Language) 
-1 -3 0 -2 -1 
16 I do not think language is necessary to do business. It is a very important 
tool but it is not a critical factor. (Language)
-2 1 1 -2 -3 
17 Sometimes, I have to use the translating machine to make everything 
clearer. (Language) 
-1 0 -1 0 -2 
18 There are two levels of English abilities: explicitly expressing yourself and 
being authentic. (Language)
0 0 1 2 1 
19 Language is important if you want to live in Australia. If you do not speak 
English, or you do not understand, it will be very hard. You can have 
translators, but they will only translate the very basic content to you. 
(Language) 
3 -1 3 1 2 
20 I think Chinese, for the most part, lack a particular cultural ability, for 
example, being humorous. (bicultural)
-3 -2 -2 -1 2 
21 I can get along with both Chinese and Australians. I can speak two 
languages perfectly, as well as reading and writing. So I think that really 
helps my business. (Language)
1 2 1 0 1 
22 Doing business with a country that doesn’t speak the same language as your 3 -1 1 1 -1
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home country is difficult. If you do not speak that language, it cuts out a lot 
of efficiency. It cuts out time, it cuts out money, it cuts out effort, and it 
cuts out productivity. (Language) 
23 Language is the best way to build trust and rapport. (Language) 1 1 -3 -1 -1 
24 Social skills are very important. It also important to learn local law, 
regulations and rules. (Learning) 
2 0 2 3 2 
25 There are some Western things that I dislike, but you have to act as a 
Westerner. You have to be easy going. Like “when in Rome, do as Roman 
do.” (Bicultural) 
-1 -2 1 -2 2 
26 I think I have two different cultures. My Chinese culture, I think, makes me 
very ambitious and very hard working. And then my Australian culture 
makes me want to provide a good working environment in my business and 
do good things with the business. (Bicultural)
1 0 0 0 0 
27 There’s a constant fight between my Chinese background and my 
Australian background. (Bicultural) 
-2 -2 -2 -3 -2 
28 I had a reverse cultural shock back in China. I have to fit in. I have to 
accept the differences of doing business between China and Australia. 
(Bicultural) 
-1 3 2 -1 1 
29 I feel cross-cultural capability is bicultural thinking. Compared to 
Australians, we have more Chinese thinking. However, compared to 
Chinese, we have Australian thinking. It is an advantage. (Bicultural)
1 -1 -1 0 -1 
30 Sometimes, we need Australian thinking to deal with different things. There 
is no disadvantage with being bicultural. (Bicultural)
1 -1 0 0 0 
31 I can act like a Chinese and I can act as an Aussie. (Bicultural) -1 -1 -2 -1 1 
32 I have bi-connections, such as networking. Bi-connections are very 
important as these connections are like the role of middleman. (Bicultural)
2 0 0 0 0 
33 I think there will be no boundaries between countries in future. It must be a 
globalised world. So, those of us who have bicultural ability will be very 
strong. (Bicultural)
0 0 -1 2 0 
34 I think I am a bicultural flexible entrepreneur. But I have my own rules; I 
would not break my rules. (Bicultural) 
3 3 2 0 0 
35 I’ve been living in Australia for most of my life, and lived in China as well. 
These two cultures are integrated into my blood and I love them both. I feel 
like I am living with them or dying with them. (Bicultural)
0 0 -1 1 1 
36 Being bicultural, I can effectively communicate with Australians and 
Chinese in order to establish a good relationship to get a better price. 
(Bicultural) 
0 1 -1 1 -1 
37 My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know about China, I can introduce them. When a 
Chinese wants to understand Australia, I can be their medium as well. 
(Bicultural) 
1 1 1 1 0 
38 Some local customers who like to bargain with me, it makes me feel 
stressed. (Emotion)
-2 -2 -1 -1 0 
39 I do not have stress from Australians, but I have stress from dealing with 
Chinese customers. (Emotion) 
0 0 -1 -1 0 
40 Every time, when I speak in English, I feel stressed. (Emotion) -2 -3 -3 -2 -2 
41 I have cultural stress from my local partners. I think we have different 
thinking. (Emotion)
-1 0 0 -1 -2 
42 I have experienced stress in dealing with cultural difference. (Emotion) 0 -1 1 0 -1 
43 I value people from different cultures. (Attitude) 2 2 -2 0 0 
44 It is important not to think: “I’m a Chinese, I do not need to know about 
Australian culture” or, “I’m an Australian, I do not need to know about 
Chinese culture” or, “I’m an Australian Chinese, I do not need to know 
about Indian culture”. If you do this, then you would never be able to build 
up your cross-cultural capability. (Attitude)
0 1 2 1 -3 
45 It is useless to reject the Australian culture if you are living in the -1 1 3 2 1 
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Australian system. It will only make it painful for you if you do that.  
(Attitude) 
46 I think having cross-cultural capability enables you to believe you can 
conquer the difficulties. (Attitude)
-1 0 -1 1 -1 
47 I 100% thank the Australian government, because if my business fails, I can 
get money from centre-link. The Australian government can give me my 
dignity. (Attitude) 
-3 -1 -2 0 -1 
48 My little effort to give respect and affection can pay me back with more 
respect and affection from Australians. (Attitude)
-1 1 0 1 -1 
49 I think if you have a business in China, the attitude you hold is that all the 
employees are just people working for you. However, if you hold the same 
attitude in Australia, they would not accept you. (Attitude)
0 -1 -2 -2 0 
50 I think every culture has to be respected. Everyone’s faith and religion has 
to be respected too. (Attitude)
1 2 2 3 -2 
Wording in parentheses denotes the cross-cultural cluster. Emotion = Emotion management capability; Attitude = 
Positive attitude capability; Learning = Cultural learning capability; Language = Language capability; Bicultural = 
Bicultural flexibility capability  
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Appendix K - Study Two: Crib sheet 
CRIB SHEET CLUSTER 1
ITEMS RANKED AT +3 
19. Language is important if you want to live in Australia. If you don’t speak English, 
or you don’t understand, it will be very hard. You can have translators, but they 
will only translate the very basic content to you. (Language) 
22. Doing business with a country that doesn’t speak the same language as your home 
country is difficult. If you don’t speak that language, it cuts out a lot of efficiency. 
It cuts out time, it cuts out money, it cuts out effort, and it cuts out productivity. 
(Language) 
34. I think I am a bicultural flexible entrepreneur. But I have my own rules; I would 
not break my rules. (Bicultural) 
ITEMS RANKED HIGHER IN CLUSTER 1 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
23. Language is the best way to build trust and rapport.  +1 (Language) 
26. I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me want 
to provide a good working environment in my business and do good things with 
the business.  +1 (Bicultural) 
27. There’s a constant fight between my Chinese background and my Australian 
background. -2 (Bicultural) 
29. I feel cross-cultural capability is bicultural thinking. Compared to Australians, we 
have more Chinese thinking. However, compared to Chinese, we have Australian 
thinking. It is an advantage. +1 (Bicultural) 
30. Sometimes, we need Australian thinking to deal with different things. There is no 
disadvantage with being bicultural. +1 (Bicultural) 
32. I have bi-connections, such as networking. Bi-connections are very important as 
these connections are like the role of middleman. +2 (Bicultural) 
37. My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know about China, I can introduce them. When a Chinese 
wants to understand Australia, I can be their medium as well. +1 (Bicultural) 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese 
customers. 0 (Emotion) 
40. Every time, when I speak in English, I feel stressed. -2 (Emotion) 
43. I value people from different cultures. +2 (Attitude) 
49. I think if you have a business in China, the attitude you hold is that all the 
employees are just people working for you. However, if you hold the same attitude 
in Australia, they would not accept you. You have to be their friends. 0 (Attitude) 
ITEMS RANKED LOWER IN CLUSTER 1 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
2.          When I have emotional conflicts relating to cultural differences, I will choose 
to forgive or tolerate. -1 (Emotion) 
3. I don’t have much emotional conflict relating to culture when I am doing business 
in Australia. -2 (Emotion) 
4. Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and down. 
  
Appendices 259 
-2 (Emotion) 
7. I feel I am a person who is willing to learn a new culture.  +1 (Learning) 
11. I have a positive mindset to learn the Australian life style. +1 (Learning) 
18. There are two levels of English abilities: explicitly expressing yourself and being 
authentic. 0 (Language) 
28. I had a reverse cultural shock back in China. I have to fit in. I have to accept the 
differences of doing business between China and Australia. -1 (Bicultural) 
38. Some local customers who like to bargain with me, it makes me feel stressed. -2 
(Emotion) 
45. It is useless to reject the Australian culture if you are living in the Australian 
system. It will only make it painful for you if you do that.  -1 (Attitude) 
46. I think having cross-cultural capability enables you to believe you can conquer the 
difficulties. -1 (Attitude) 
48. My little effort to give respect and affection can pay me back with more respect 
and affection from Australians. -1 (Attitude)
ITEMS RANKED AT -3 
10. I don’t have an interest in studying the culture as it will be too hard to adapt. 
(Learning) 
20. I think Chinese, for the most part, lack a particular cultural ability, for example, 
being humorous. (bicultural) 
47. I 100% thank the Australian government, because if my business fails, I can get 
money from centre-link. The Australian government can give me my dignity. 
(Attitude)
CRIB SHEET CLUSTER 2 
ITEMS RANKED AT +3 
28. I had a reverse cultural shock back in China. I have to fit in. I have to accept the 
differences of doing business between China and Australia. (Bicultural) 
34. I think I am a bicultural flexible entrepreneur. But I have my own rules; I would 
not break my rules. (Bicultural) 
6.   I think I am absolutely capable of learning a new culture over time. (Learning)
ITEMS RANKED HIGHER IN CLUSTER 2 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
11. I have a positive mindset to learn the Australian life style. +2 (Learning) 
16. I don’t think language is necessary to do business. It is a very important tool but it 
is not a critical factor. +1 (Language) 
17. Sometimes, I have to use the translating machine to make everything clearer. 0 
(Language) 
21. I can get along with both Chinese and Australians. I can speak two languages 
perfectly, as well as reading and writing. So, I think that really helps my business. 
+2 (Language) 
23. Language is the best way to build trust and rapport. +1 (Language) 
27. There’s a constant fight between my Chinese background and my Australian 
background. -2 (Bicultural) 
36. Being bicultural, I can effectively communicate with Australians and Chinese in 
order to establish a good relationship to get a better price. +1 (Bicultural) 
37. My bicultural background helps my business. It’s like I am a bridge. When 
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Australian wants to know about China, I can introduce them. When a Chinese 
wants to understand Australia, I can be their medium as well. +1 (Bicultural) 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese 
customers. 0 (Emotion) 
41. I have cultural stress from my local partners. I think we have different thinking. 0 
(Emotion) 
43. I value people from different cultures. +2  (Attitude) 
48. My little effort to give respect and affection can pay me back with more respect 
and affection from Australians. +1 (Attitude)
ITEMS RANKED LOWER IN CLUSTER 2 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
1. I do have emotional conflict with regard to culture. -2 (Emotion) 
4. Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and down. 
-2 (Emotion) 
12.  I feel that my main skill is to know that how to communicate with local Australians 
in terms of presenting myself. -1 (Language) 
14.  If you can’t speak English, you can make contact with Chinese agents or 
companies, but this might influence your understanding of issues. -1 (Language) 
18.  There are two levels of English abilities: explicitly expressing yourself and being 
authentic. 0 (Language) 
19.  Language is important if you want to live in Australia. If you don’t speak English, 
or you don’t understand, it will be very hard. You can have translators, but they 
will only translate the very basic content to you. -1 (Language) 
24.  Social skills are very important. It also important to learn local law, regulations and 
rules. 0 (Learning) 
25.  There are some Western things that I dislike, but you have to act as a Westerner. 
You have to be easy going. Like “when in Rome, do as Roman do.” -2 (Bicultural) 
26.  I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me want 
to provide a good working environment in my business and do good things with 
the business. 0 (Bicultural) 
29.  I feel cross-cultural capability is bicultural thinking. Compared to Australians, we 
have more Chinese thinking. However, compared to Chinese, we have Australian 
thinking. It is an advantage. -1 (Bicultural) 
30.  Sometimes, we need Australian thinking to deal with different things. There is no 
disadvantage with being bicultural. -1 (Bicultural) 
32.  I have bi-connections, such as networking. Bi-connections are very important as 
these connections are like the role of middleman. 0 (Bicultural) 
38.  Some local customers who like to bargain with me, it makes me feel stressed. -2 
(Emotion) 
42.  I have experienced some stress in dealing with cultural difference. -1 (Emotion) 
ITEMS RANKED AT -3 
10. I don’t have an interest in studying the culture as it will be too hard to adapt. 
(Learning) 
15. In our company, we have a policy that everyone has to speak English. (Language) 
40. Every time, when I speak in English, I feel stressed. (Language)
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CRIB SHEET FACTOR 3
ITEMS RANKED AT +3 
5. I think it is not this society that adapts to you. It is you who adapt to the society. 
(Attitude) 
19. Language is important if you want to live in Australia. If you don’t speak English, 
or you don’t understand, it will be very hard. You can have translators, but they will 
only translate the very basic content to you. (Language) 
45. It is useless to reject the Australian culture if you are living in the Australian 
system. It will only make it painful for you if you do that.  (Attitude) 
ITEMS RANKED HIGHER IN CLUSTER 3 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
1. I do have emotional conflict with regard to culture. Many Australians don’t know 
how our Chinese relationships work. +1 (Emotion) 
4. Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and down. 
0 (Emotion) 
10. I don’t have an interest in studying the culture as it will be too hard to adapt. -1 
(Learning) 
15. In our company, we have a policy that everyone has to speak English. 0 (Language) 
16. I don’t think language is necessary to do business. It is a very important tool but it is 
not a critical factor. +1 (Language) 
27. There’s a constant fight between my Chinese background and my Australian 
background. -2 (Bicultural) 
37. My bicultural background helps my business. It’s like I am a bridge. When 
Australian wants to know about China, I can introduce them. When a Chinese wants 
to understand Australia, I can be their medium as well. +1 (Bicultural) 
41. I have cultural stress from my local partners. I think we have different thinking. 0 
(Emotion) 
42. I have experienced some stress in dealing with cultural difference. +1 (Emotion) 
44. It is important not to think: “I’m a Chinese, I don’t need to know about Australian 
culture” or, “I’m an Australian, I don’t need to know about Chinese culture” or, 
“I’m an Australian Chinese, I don’t need to know about Indian culture”. If you do 
this, then you would never be able to build up your cross-cultural capability. +2 
(Attitude)
ITEMS RANKED LOWER IN CLUSTER 3 ARRAY THAN IN OTHER 
FACTOR ARRAYS 
6. I think I am absolutely capable of learning a new culture over time. 0 (Learning) 
7. I feel I am a person who is willing to learn a new culture. +1 (Learning) 
11. I have a positive mindset to learn the Australian life style. +1 (Attitude) 
26. I think I have two different cultures. My Chinese culture, I think, makes me very 
ambitious and very hard working. And then my Australian culture makes me want 
to provide a good working environment in my business and do good things with the 
business. 0 (Bicultural) 
29. I feel cross-cultural capability is bicultural thinking. Compared to Australians, we 
have more Chinese thinking. However, compared to Chinese, we have Australian 
thinking. It is an advantage. -1 (Bicultural) 
31. I can act like a Chinese and I can act as an Aussie. -2 (Bicultural) 
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32. I have bi-connections, such as networking. Bi-connections are very important as 
these connections are like the role of middleman. 0 (Bicultural) 
33. I think there will be no boundaries between countries in future. It must be a 
globalized world. So, those of us who have bicultural and multicultural abilities will 
be very strong. -1 (Bicultural) 
35. I’ve been living in Australia for most of my life, and lived in China as well. These 
two cultures are integrated into my blood and I love them both. I feel like I am 
living with them or dying with them. -1 (Bicultural) 
36. Being bicultural, I can effectively communicate with Australians and Chinese in 
order to establish a good relationship to get a better price.-1 (Bicultural) 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese 
customers. -1 (Emotion) 
43. I value people from different cultures. I think that being an owner of a business, my 
most important skill is to encourage people. -2 (Attitude) 
46. I think having cross-cultural capability enables you to believe you can conquer the 
difficulties. -1 (Attitude) 
49. I think if you have a business in China, the attitude you hold is that all the 
employees are just people working for you. However, if you hold the same attitude 
in Australia, they would not accept you. You have to be their friends. -2 (Attitude) 
ITEMS RANKED AT -3 
8. I think doing business in a different culture is helpful. You can learn the culture in 
order to get in a mainstream society. (Learning) 
23. Language is the best way to build trust and rapport. (Language) 
40. Every time, when I speak in English, I feel stressed. (Language)
CRIB SHEET CLUSTER 4
ITEMS RANKED AT +3 
9. When you deal with people from different countries, you feel there are some differences 
between you and them. You have to learn cultural differences. You have to respect their 
cultures. You have to respect their indirectness or directness. (Learning) 
24. Social skills are very important. It also important to learn local law, regulations and rules. 
(Learning) 
50. I think every culture has to be respected. Everyone’s faith and religion has to be respected too. 
(Attitude) 
ITEMS RANKED HIGHER IN CLUSTER 4 ARRAY THAN IN OTHER FACTOR 
ARRAYS 
8. I think doing business in a different culture is helpful. You can learn the culture in order to get 
in a mainstream society. +1 (Learning) 
11. I have a positive mindset to learn the Australian life style. +2 (Learning) 
14. If you can’t speak English, you can make contact with Chinese agents or companies, but this 
might influence your understanding of issues. +1 (Language) 
17. Sometimes, I have to use the translating machine to make everything clearer. 0 (Language) 
18. There are two levels of English abilities: explicitly expressing yourself and being authentic. +2 
(Language) 
33. I think there will be no boundaries between countries in future. It must be a globalized world. 
So, those of us who have bicultural and multicultural abilities will be very strong. +2 
(Bicultural) 
35. I’ve been living in Australia for most of my life, and lived in China as well. These two cultures 
are integrated into my blood and I love them both. I feel like I am living with them or dying 
with them. +1 (Bicultural) 
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36. Being bicultural, I can effectively communicate with Australians and Chinese in order to 
establish a good relationship to get a better price. +1 (Bicultural) 
37. My bicultural background helps my business. It’s like I am a bridge. When Australian wants to 
know about China, I can introduce them. When a Chinese wants to understand Australia, I can 
be their medium as well. +1 (Bicultural) 
40. Every time, when I speak in English, I feel stressed. -2 (Language) 
46. I think having cross-cultural capability enables you to believe you can conquer the difficulties.  
+1 (Attitude) 
47. I 100% thank the Australian government, because if my business fails, I can get money from 
centre-link. The Australian government can give me my dignity. 0 (Attitude) 
48. My little effort to give respect and affection can pay me back with more respect and affection 
from Australians. +1 (Attitude) 
ITEMS RANKED LOWER IN CLUSTER 4 ARRAY THAN IN OTHER FACTOR ARRAYS 
1. I do have emotional conflict with regard to culture. -2 (Emotion) 
6. I think I am absolutely capable of learning a new culture over time. 0 (Learning) 
12. I feel that my main skill is to know that how to communicate with local Australians in terms of 
presenting myself. -2 (Language) 
21. I can get along with both Chinese and Australians. I can speak two languages perfectly, as well 
as reading and writing. So, I think that really helps my business. 0 (Language) 
25. There are some Western things that I dislike, but you have to act as a Westerner. You have to 
be easy going. Like “when in Rome, do as Roman do.” -2 (Bicultural) 
26. I think I have two different cultures. My Chinese culture, I think, makes me very ambitious and 
very hard working. And then my Australian culture makes me want to provide a good working 
environment in my business and do good things with the business. 0 (Bicultural) 
28. I had a reverse cultural shock back in China. I have to fit in. I have to accept the differences of 
doing business between China and Australia. -1 (Bicultural) 
32. I have bi-connections, such as networking. Bi-connections are very important as these 
connections are like the role of middleman. 0 (Bicultural) 
34. I think I am a bicultural flexible entrepreneur. But I have my own rules; I would not break my 
rules. 0 (Bicultural) 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese customers. -1 
(Bicultural) 
49. I think if you have a business in China, the attitude you hold is that all the employees are just 
people working for you. However, if you hold the same attitude in Australia, they would not 
accept you. You have to be their friends. -2 (Attitude) 
ITEMS RANKED AT -3 
10. I don’t have an interest in studying the culture as it will be too hard to adapt. (Learning) 
13. You actually learn culture from making mistake(s). The more times you experience it, the more 
effective you can improve your cross-cultural capabilities. (Learning) 
27. There’s a constant fight between my Chinese background and my Australian background. 
(Bicultural) 
CRIB SHEET CLUSTER 5
ITEMS RANKED AT +3 
3. I don’t have much emotional conflict relating to culture when I am doing business in Australia. 
(Emotion) 
7. I feel I am a person who is willing to learn a new culture. (Learning) 
13. You actually learn culture from making mistake(s). The more times you experience it, the more 
effective you can improve your cross-cultural capabilities. (Learning) 
ITEMS RANKED HIGHER IN CLUSTER 5 ARRAY THAN IN OTHER FACTOR ARRAYS 
2. When I have emotional conflicts relating to cultural differences, I will choose to forgive or 
tolerate. +2 (Emotion) 
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8. I think doing business in a different culture is helpful. You can learn the culture in order to get in 
a mainstream society. +1 (Learning)  
12. I feel that my main skill is to know that how to communicate with local Australians in terms of 
presenting myself. +1 (Language) 
14. If you can’t speak English, you can make contact with Chinese agents or companies, but this 
might influence your understanding of issues. +1 (Language) 
20. I think Chinese, for the most part, lack a particular cultural ability, for example, being humorous. 
+2 (Bicultural) 
25. There are some Western things that I dislike, but you have to act as a Westerner. You have to be 
easy going. Like “when in Rome, do as Roman do.” +2 (Bicultural) 
27. There’s a constant fight between my Chinese background and my Australian background. -2 
(Bicultural) 
31. I can act like a Chinese and I can act as an Aussie. +1 (Bicultural) 
35. I’ve been living in Australia for most of my life, and lived in China as well. These two cultures 
are integrated into my blood and I love them both. I feel like I am living with them or dying with 
them. +1 (Bicultural) 
38. Some local customers who like to bargain with me, it makes me feel stressed. 0 (Emotion) 
39. I don’t have stress from Australians, but I have stress from dealing with Chinese customers. 0 
(Emotion) 
40. Every time, when I speak in English, I feel stressed. -2 (Emotion) 
49. I think if you have a business in China, the attitude you hold is that all the employees are just 
people working for you. However, if you hold the same attitude in Australia, they would not 
accept you. You have to be their friends. 0 (Attitude) 
ITEMS RANKED LOWER IN CLUSTER 5 ARRAY THAN IN OTHER FACTOR ARRAYS 
4. Sometimes, I feel lonely in Australia. If I am alone, sometimes I feel sad and down. -2 (Emotion) 
5. I think it is not this society that adapts to you. It is you who adapt to the society. 0 (Attitude) 
6. I think I am absolutely capable of learning a new culture over time. 0 (Learning) 
11. I have a positive mindset to learn the Australian life style. +1 (Learning) 
17. Sometimes, I have to use the translating machine to make everything clearer. -2 (Language) 
22. Doing business with a country that doesn’t speak the same language as your home country is 
difficult. If you don’t speak that language, it cuts out a lot of efficiency. It cuts out time, it cuts 
out money, it cuts out effort, and it cuts out productivity. -1 (Language) 
26. I think I have two different cultures. My Chinese culture, I think, makes me very ambitious and 
very hard working. And then my Australian culture makes me want to provide a good working 
environment in my business and do good things with the business. 0 (Bicultural) 
29. I feel cross-cultural capability is bicultural thinking. Compared to Australians, we have more 
Chinese thinking. However, compared to Chinese, we have Australian thinking. It is an 
advantage. -1 (Bicultural) 
32. I have bi-connections, such as networking. Bi-connections are very important as these 
connections are like the role of middleman. 0 (Bicultural) 
34. I think I am a bicultural flexible entrepreneur. But I have my own rules; I would not break my 
rules. 0 (Bicultural) 
36. Being bicultural, I can effectively communicate with Australians and Chinese in order to 
establish a good relationship to get a better price. -1 (Bicultural) 
37. My bicultural background helps my business. It’s like I am a bridge. When Australian wants to 
know about China, I can introduce them. When a Chinese wants to understand Australia, I can be 
their medium as well. 0 (Bicultural) 
41. I have cultural stress from my local partners. I think we have different thinking. -2 (Emotion) 
42. I have experienced some stress in dealing with cultural difference. -1 (Emotion) 
46. I think having cross-cultural capability enables you to believe you can conquer the difficulties. -1 
(Attitude) 
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48. My little effort to give respect and affection can pay me back with more respect and affection 
from Australians. -1 (Attitude) 
50. I think every culture has to be respected. Everyone’s faith and religion has to be respected too. -2 
(Attitude) 
ITEMS RANKED AT -3 
10. I don’t have an interest in studying the culture as it will be too hard to adapt. (Learning) 
16. I don’t think language is necessary to do business. It is a very important tool but it is not a critical 
factor. (Language) 
44. It is important not to think: “I’m a Chinese, I don’t need to know about Australian culture” or, 
“I’m an Australian, I don’t need to know about Chinese culture” or, “I’m an Australian Chinese, I 
don’t need to know about Indian culture”. If you do this, then you would never be able to build 
up your cross-cultural capability. (Attitude) 
Notice that the crib sheets include items that may have their equal ranking in the factor 
array. For example, the item 8 is included that is higher ranking than other factor arrays, 
even though it is also ranked +1 by cluster 4.  
The crib sheet system is suggested by Watts and Stenner (2012, p.150) as an approach 
for a ‘systematic and methodological approach to factor interpretations that might: (a) be 
applied consistently in the context of each and every factor; and (b) help the researcher 
to deliver genuinely holistic factor interpretations.’ 
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Appendix L - Study Two: A review of five conceptual diagrams 
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